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Abstract 
 

The Bahraini higher education sector has been subject to a substantial reform process 

throughout the past two decades. In this process, the government’s role transformed from being 

the sole educational service provider to the regulator responsible for protecting the public good. 

This transformation opened the door for private universities to emerge onto the landscape. A 

neoliberal orientation, including the privatisation of education, increased the pressure on 

institutions and individuals to meet international standards and comply with the new market 

rules. The need for efficiency and lean operations resulted in the rise of part-time (PT) 

employment. Naturally, the traditional employment relationship between academics and their 

institutions also changed. The purpose of this thesis is to analyse this employment from the 

perspective of both full-time (FT) and PT faculty. The notion of the Psychological Contract 

(PC) is deployed as a conceptual lens to facilitate the investigation. The PC refers to the implicit 

and sometimes unspoken aspects of the agreement between employees and employers. The 

study examines the content and nature of the PC of academic staff based on the framework 

discussed by Rousseau (1995).  

Adopting a qualitative approach, ten faculty members (five males and five females) 

working at different higher educational institutions in Bahrain were interviewed. The 

participants were from both public and private institutions. The data were analysed using the 

thematic analysis technique. The analysis revealed six key themes and 15 sub-themes, 

addressing the issues of obligations, expectations, promises, and reciprocity. The results 

suggest that FT faculty differ from their PT counterparts in their expectations of institutions 

and how they relate to them. FT faculty reported a significant increase in the administrative 

burden associated with their role. Quality assurance (QA) and accreditation reviews expanded 

the scope of their job, compromising their feeling of autonomy. Despite marginalisation and 

unequal pay, PT faculty enjoy the luxury of choosing work assignments and the ability to evade 

QA reviews, giving them a feeling of contentment to a certain extent. The results also suggest 

that PT faculty experience a unique type of PC that seems to be neglected in the literature. 

Overall, the study shows that the psychological experience of academics is characterised by 

conflicting feelings and values. There is a need for institutions and regulators to assess the 

academic workload and evaluate the real added value of neoliberal practices in the HE sector.  
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Unspoken Agreements: Analysing the Psychological Contract of Faculty in the Context 

of Bahraini Higher Education 

1. Chapter One: Introduction  

“In time, and as one comes to benefit from experience, one learns that things will turn out 

neither as well as one hoped nor as badly as one feared.” 

Jerome Seymour Bruner (1979, p.33) 

The past two decades have brought substantial changes to the Bahraini higher education 

(HE) landscape, mainly engineered by the forces of neoliberalism. Stephen Ball (2016) 

argues that neoliberalism is promoted by powerful international organisations, including the 

Organisation for Economic Cooperation and Development (OECD), the World Bank, think-

tanks, and consultancies, which advise countries about ways in which education should be 

“managed”. These organisations apply economic values and corporate practices to the world 

of teaching and learning, promising metrics for success and effectiveness. In the neoliberal 

age, governments relieve themselves from the responsibility of being the sole provider of 

public services, transforming into regulators that “create conditions for efficient economic 

production” (Olssen and Peters, 2005, p.318). Privatisation is known as one of the main 

products of neoliberal policy reforms, which is a discernible movement in the Bahraini HE 

sector. The sector was a complete public monopoly until 2001, when the first private 

university was opened. The estimated 1.7% annual growth in a young population under the 

age of 20 years old, along with the transition to a knowledge-based economy, supported the 

case for private HE (Economic Development Board, 2020). Today, there are 13 private 

institutions licenced by the Higher Education Council (HEC) in Bahrain. 

In this thesis, I am interested in understanding the Bahraini HE sector as a workplace 

for educators through the eyes of faculty members. I aim to analyse the relationship that 

exists between both full-time (FT) and part-time (PT) faculty members and the institutions 

they work at, using the notion of the Psychological Contract (PC) as a theoretical lens.  

1.1. Context: Bahrain and the Educational Reform  

The study was conducted in my homeland, the Kingdom of Bahrain. Bahrain is an 

archipelago located in the Arabian Gulf, or as the rest of the world calls it, the Persian Gulf. It 

is one of the world’s smallest countries, with a population of about 1.6 million. Unlike its 

closest neighbour and strongest ally, the Kingdom of Saudi Arabia (KSA), Bahrain has 

limited resources and considers “people” as its main source of wealth. Bahrain’s Vision 2030 
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identifies education as a crucial dimension for economic growth and an area of serious 

concern due to its impact on the employability of Bahraini nationals (Economic Development 

Board, 2008). The country spends about 7–8% of its annual budget on education and enjoys a 

literacy rate of 97.5% amongst individuals aged 15 years old or over (UNESCO, 2020). It 

was the first country within the Gulf Cooperation Council (GCC) to establish a formal 

education system, with the first public school opening its doors in 1919. However, it took a 

very long time for the HE sector to catch up: the first HE institution opened in 1968. The HE 

sector currently consists of two public institutions, 13 private institutions, and one university 

that is managed by the GCC. Public universities are managed and funded by the government, 

while private universities are owned by independent individuals or corporations and do not 

receive any financial support from the government. In the Global Competitive Report 2017–

2018, Bahrain was ranked 24th in terms of the quality of HE and training. According to the 

Alpen Capital (2018) report, enrolments in tertiary education reached 40,669 students in 

2016, with a marginal growth of .2% since 2011. The general enrolment ratio in tertiary 

education, reflecting the percentage of students enrolled out of those eligible for entry, 

increased from 44% in 2011 to 46.6% in 2016 and is expected to continue growing.  

Unfortunately, the most recent public statistics outlining the distribution of students 

across programmes were published in 2014, and at least two institutions have opened since 

then. The HEC (2014) statistics suggest that about 53% of the students enrolled in HE were 

studying a business-related field, followed by 13% enrolled in engineering, 11% in 

humanities and arts, and the remaining 23% distributed across other areas of study. The HEC 

report (2012) shows that about 28% of the programmes offered were in business and finance, 

13% in information technology, 11% in arts and design, 7% in health and science, and the 

remaining programmes were distributed across the other academic fields. In other words, 

28% of the offered programmes attracted more than 50% of the students. Most of the degree 

programmes offered on the island are locally developed and awarded. However, with a 

decreasing number of study-abroad scholarships and the clamour for “international 

accreditation”, more and more institutions are offering hosted or validated degrees in 

collaboration with UK and US universities. For instance, the Royal College of Surgeons in 

Ireland (RCSI) and Salford University have branch campuses in Bahrain, while DePaul 

University from Chicago and the University of Strathclyde have been flying out faculty, 

almost every month, to run master’s degree programmes. Bahrain has been supporting cross-

border education to build local capabilities and enhance academic standards. Innovative 
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academic arrangements, such as articulation agreements, have allowed local students to 

access international qualifications at a much lower cost, giving them better job prospects.  

Despite the country’s modest attempt to embrace neoliberal strategies and practices, the 

concept of free-market competition that usually accompanies such reforms has not yet 

matured. The HE sector is heavily regulated by the HEC, the entity responsible for licensing 

institutions, approving new programmes, and attesting degrees. The HEC oversees academic 

qualifications only and does not acknowledge learning obtained from vocational or 

professional programmes. The council is chaired by the Minister of Education, who also 

chairs Bahrain’s largest public university, resulting in an undeniable conflict of interest in its 

governance. The HEC has the power to penalise or even close institutions that do not comply 

with its rules and regulations. Unfortunately, these regulations primarily focus on input and 

logistics rather than outcomes and impact. The HEC imposes tighter controls over private 

institutions in comparison to public institutions. Private institutions are expected to seek 

approval in relation to numerous tasks and operations, ranging from the establishment of 

academic partnerships and appointment of faculty and board members to running 

extracurricular activities, inviting guest speakers, and posting advertisements in newspapers. 

The HEC also regulates the transfer of credits across institutions and did not recognise online 

learning until the outbreak of the COVID-19 pandemic. To be fair, the intention behind this 

heavy intervention is to protect the public interest. In the past, some private universities 

compromised standards to maximise revenue to an extent that shook the public trust in the 

system. Major scandals about institutions operating unauthorised programmes, and others 

awarding degrees to students who did not set foot on campus or complete the required 

number of credits for graduation were widely publicised in 2007 (Karolak, 2012). In fact, 

some GCC countries responded by discrediting qualifications obtained from Bahraini private 

institutions and stopped their scholarship programmes; to date they have not resumed.  

The Education and Training Quality Assurance Authority (BQA) is responsible for 

setting performance standards and frameworks to ensure the quality of educational offerings 

and promote continuous improvement. The BQA evaluates the performance of public as well 

as private schools, universities, and training institutions. All Bahraini universities go through 

compulsory institutional and programme reviews on a regular basis, after their first cohorts 

graduate. Institutional reviews evaluate infrastructure and capabilities, while programme 

reviews evaluate the integrity of academic offerings. The BQA is also the guardian of the 

National Qualification Framework (NQF) developed to facilitate the transfer of credits and 
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students between institutions and ensure comparability between programmes taught at the 

same academic level. Placing degrees on the NQF involves an additional level of scrutiny yet 

remains optional. The BQA gains its power from publishing review reports in the public 

domain and influencing the “demand” side of the HE market. The BQA is an independent 

entity that reports directly to the government cabinet, chaired by the Prime Minister. 

According to the BQA’s Annual Report (2020), out of the eleven institutions that were 

reviewed between 2018 and 2020, nine met all the required standards and two did not. The 

previous year’s report indicates that the quality of programmes offered has improved 

significantly (BQA, 2019). The percentage of programmes achieving a “full confidence” 

rating increased from 27% in 2011 to 64% in 2017.   

1.2. Teaching in Bahraini Higher Education  

The educational reform imposed a challenge of a new kind in terms of resourcing 

institutions with a sufficient number of competent faculty members. The growing numbers of 

students and programmes call for growth in the academic workforce. According to the HEC 

(2014) statistics, about 2,180 FT and PT faculty members teach in Bahrain, out of which 

approximately 64% are males and 66% work in public institutions. However, the ratio of FT 

and PT positions is not specified. Unofficial statistics published by Gulf-insider suggest that 

the total number of Bahrainis holding doctorate degrees and working in the government 

sector as a whole is estimated to be less than 1,500 employees. This means that HE 

institutions need to rely on international talent to teach programmes. A HEC report published 

in 2012 suggests that 40% of the faculty members teaching in the largest university in 

Bahrain are international. Despite the lack of official statistics, it can be noted that the 

percentage of Bahraini faculty members teaching in private institutions is significantly lower 

than this.  

The HEC has very specific standards in place, influencing the typical characteristics of 

teaching faculty, their experience, and their activities. The HEC Resolutions (2007) stipulate 

the following: 

• To obtain the job title Professor, Associate Professor, or Assistant Professor, an 

individual should hold a PhD degree or equivalent. Table 1 below shows the HEC’s 

specific requirements for promotion to Professor and Associate Professor positions.  
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• In the case of undergraduate degrees, the ratio between faculty to students should not 

exceed 1:35 in humanities and 1:25 in scientific degrees, with no more than 25% of 

the faculty in each college being PT employees.  

• In the case of postgraduate degrees, the ratio between faculty to students should not 

exceed 1:25 for postgraduate diplomas and 1:15 for masters and doctorate 

programmes, with no more than 50% of the faculty in each college being PT 

employees. 

• All teaching faculty are subject to the HEC review and approval before they are 

employed.  

• The maximum teaching load for faculty members is five sections/groups per semester 

(i.e. 15 teaching hours per week).  

• For each specialisation, at least three faculty members should be PhD holders.  

• Overall, the number of teaching faculty holding an MSc or MA should not exceed 

20% of the total faculty teaching in undergraduate degrees.  

Table 1: Requirements for Promotion based on HEC (2007) Resolutions 

Promotion to the Position of a Professor Promotion to Associate Professor 

▪ Must have a PhD degree or equivalent 

in an area of specialisation from a 

recognised institution.  

▪ Should have spent five years in the 

position of Associate Professor. 

▪ Must be highly efficient in teaching. 

▪ Must have published work in 

academic journals or published 

authoritative books, provided that at 

least half of his/her academic work 

was completed during employment in 

the institution. 

▪ Should have shown efficiency in 

organising and developing academic 

research in the department in which 

he/she works. 

▪ Must have effectively contributed to 

academic and administrative tasks. 

▪ Must have a PhD degree from a 

recognised institution. 

▪ Should have spent five years in the 

position of Assistant Professor. 

▪ Must be highly efficient in teaching. 

▪ Must have published valuable and 

original academic work in academic 

journals or published books, provided 

that at least half of his/her academic 

work was completed during 

employment in the institution.  

▪ Should have provided valuable 

services to the institution and the 

community. 
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Apart from the above, the HEC mandates that 3% of institutions’ annual revenue is 

spent on research activities and 2% is spent on the training and development of employees. 

Satisfying the very descriptive specifications set by the HEC leaves both institutions and 

faculty members with minimal scope for innovation in terms of creating individualised career 

pathways. The requirements place clear emphasis on PhD degrees, research production, and 

FT employment, and do not distinguish between institutions that choose to be “teaching 

focused” and those that choose to be “research focused”.  

The BQA plays a less directive yet equally powerful role in shaping teaching 

professions in HE. In line with most quality assurance and accreditation frameworks, the 

BQA’s standards do not prescribe the logistical arrangements governing teaching, but 

indicate that institutions will be evaluated based on how they manage their relationships with 

their employees in general. For instance, under standard number six addressing “Human 

Resources Management”, the Institutional Review Handbook (2018) states that: 

• Institutions must have an HR strategy for the recruitment, reward, retention, and 

promotion of both administrative and academic staff that is aligned to its vision and 

mission statement;  

• Institutions must have induction processes for both FT and PT faculty members;  

• The workload allocation system should give faculty time to engage in research, 

scholarship, and other activities to stay up to date with the changes in their field of 

specialisation;  

• There needs to be a system for grievance and complaints for faculty and staff; and  

• Institutions should implement fair and clear procedures to manage faculty 

members’ performance and development.  

Employment contracts in Bahrain were traditionally long term and open-ended. This is 

still the case in public institutions, where it is extremely rare for employees to be fired or to 

have their contracts terminated. Public institutions are also more likely to sponsor their own 

graduates to further their education abroad and offer them a teaching position on their return. 

Such opportunities are not as widely available as they used to be in the 1990s and early 

2000s. The rise of private institutions changed the stability and security of employment. To 

remain economically flexible, private institutions are more likely to offer FT faculty a two-

year contract instead of an open one. The Bahraini labour law does not specify a minimum 

wage for academic positions in particular. Instead, it mandates a minimum wage for 
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university degree holders, the maximum working hours per day, and minimum paid leave, in 

general. Other benefits, such as bonus or performance-based pay, are not common in Bahraini 

HE. Private institutions may offer their staff health insurance, while public institutions rely 

on the availability of a free public health system.  

1.3. The Scope of the Research Study  

The purpose of this research study is to understand how faculty members perceive their 

employment relationship with their institution within the context of Bahraini HE. The thesis 

will analyse the content and nature of the relationship, alongside the impact of the formally 

signed contract on its formation. The concept of the Psychological Contract (PC) theorised by 

Rousseau (1995) will be applied to structure the research study. The scope of the research 

includes public and private institutions, as well as both PT and FT faculty members. The 

study will aim to answer the following research questions: 

1. What constitutes the content of the Psychological Contract as perceived by faculty 

members? 

2. What is the nature of the Psychological Contract from the faculty’s perspective? 

3. To what extent is the Psychological Contract of PT faculty different from their FT 

counterparts?  

According to Rousseau (1995), the “content” of the PC constitutes the perceived 

promises, expectations, and obligations. The theory also suggests that contracts can be 

classified based on two dimensions: the time frame of the relationship and the performance–

reward orientation. These dimensions will be used to analyse the “nature” or type of contract. 

The study will implement a qualitative research design, using semi-structured interviews to 

collect data, while thematic analysis will be used to determine the findings. The significance 

of the study rests in giving faculty members a voice to express themselves and their 

psychological struggles. The findings can be used to propose management practices to 

improve the balance of expectations and obligations between faculty members and 

institutions. Furthermore, the study is the first of its kind to apply the notion of PCs in 

Bahrain and, therefore, will contribute to the literature addressing its validity in a new 

cultural context.  

This thesis is organised into seven chapters. Following this introduction, Chapter 2 

provides a critical review of the literature, addressing PT teaching in HE, the conceptual 

framework of the PC, the significance of the concept to individuals and organisations, and the 



8 
 

empirical research exploring the PC of faculty members. Chapter 3 will outline the research 

methodology used to collect and analyse data, while Chapter 4 will report the results and 

findings of the study. Chapter 5 will provide a theoretical and conceptual discussion of the 

findings in the context of the literature. Moreover, Chapter 6 will discuss the strengths and 

limitations of the study from an empirical standpoint. Finally, Chapter 7 will outline the main 

conclusions derived from the study and its theoretical and practical implications.  

 

2. Chapter Two: Literature Review  

This chapter provides a thorough and critical overview of the literature investigating 

four important areas relating to the current study. The first section describes the rise of PT 

teaching as an employment arrangement in different countries and the diverse nature of the 

targeted group. It also reviews the experience of being a PT faculty and the challenges 

associated with that experience. Most importantly, the section discusses the complexities 

surrounding the formation of the professional identity of PT academics. The second section 

presents the fundamental concepts essential to the understanding of the PC and defines the 

key dimensions framing the current study, namely the content and nature of the PC. It also 

considers the role of time in the formation and evolution of the PC, as well as evaluating the 

universality of the concept. The third section highlights the significant impact that the PC has 

on individuals and organisations. It scrutinises the empirical research linking the PC to 

behavioural and attitudinal outcomes in the workplace and devotes special attention to its 

motivational function. Finally, the fourth section examines the main research studies applying 

the PC as a theoretical lens in HE.  

2.1. Part-time Teaching in Higher Education  

2.1.1. The Rise of Part-time Teaching  

Part-time (PT), contingent, casual, sessional, non-tenure-track, or zero-hour faculty are 

different terms used to describe an increasingly found form of employment within the 

modern HE sector. The practical meaning of each word is relative and contextual. In some 

institutions, they might refer to staff teaching evening classes only or those who teach in 

more than one institution. However, the terms generally refer to teaching staff who are 

contracted on an ad-hoc or temporary basis, with no fixed minimum number of teaching 

hours nor guarantees of future employment (Marlier, 2014). For the purpose of this thesis, 

these teaching staff will be referred to as PT faculty, which is the term used in the local 
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market of the study. This relatively new form of employment may vary in prevalence from 

one country to another but seems to be growing. The Higher Education Statistics Agency 

reports that 33% of academic staff in the UK work on a PT basis and are paid by the hour 

(HESA, 2018). In the United States, the National Centre for Education Statistics suggests that 

the growth rate of PT faculty reached 72% between the years 1999 and 2011 and then 

decreased by 5% between 2011 and 2017, with 47% of academics working on a PT basis 

(NCES, 2019). According to a report published by the Education, Audiovisual and Culture 

Executive Agency of the European Union (2017, p.72): 

In some countries, part-time employment in academia is non-existent or very 

rare (Greece, France, Italy, Poland, and Romania), or can be seen as an 

occasional phenomenon, concerning only up to 15 % of all academics (Slovakia 

and Serbia). In contrast, there are HE systems where between around 60 % and 

80 % of academics work part-time (Germany, Latvia, Lithuania, Austria, 

Slovenia and Switzerland). 

Similar patterns are found in Australia, where the FT equivalence of PT faculty 

increased from 4.7% in 2009 to 10.5% in 2018, based on the staff data published by the 

Department of Education (DoE, 2018). However, the way that the estimated equivalence is 

calculated is unclear and may be underestimating the actual percentage of PT faculty working 

in the sector. In addition, in some of the literature, PT faculty might be confused with FT staff 

who work on a fixed-contract basis, making it challenging for researchers and decision 

makers to draw reliable conclusions from the available data and statistics (Coughlan, 2015). 

Cross and Goldenberg (2009) also point out the lack of meaningful data in the research on PT 

faculty. Universities may allow departments to hire required part-timers without keeping a 

central record at the institutional level, especially in cases where those faculty might only 

teach for one semester and not return.  

Despite the controversy in terminology and measurement, there is general agreement in 

the literature about the group’s diversity. As stated by Ott (2016, p.7), PT faculty “have 

widely varying professional backgrounds, levels of educational attainment, and years of 

teaching experience; their motivations vary… they play diverse roles within institutions, 

teaching different numbers and types of courses”. Coughlan (2015) identifies a list of 12 

different categories illustrating the heterogeneous nature of PT faculty. Amongst other 

categories, she claims that the group includes: postgraduate students, early career researchers, 
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solely employed PT academics by choice, individuals seeking a work–life balance, portfolio 

workers teaching at different institutions, industry experts and practitioners, academics on 

sabbatical breaks, and semi-retired faculty. The outlined list does not apply a unified 

dimension for categorisation (e.g. career path or motivation), yet it shows the complex 

composition of the group. In terms of academic qualifications and specialisation, the 

literature suggests that PT faculty are more likely to hold a master’s degree than a 

professional doctorate or a Doctorate of Philosophy (PhD) (Leslie and Gappa, 2002; 

Gottschalk and McEachern, 2010) and that they are more likely to teach in education, 

business, and fine arts programmes (Kezar and Sam, 2010).   

Irrespective of the large volume of literature stressing the risks of PT employment for 

the quality of the educational experience (Bettinger and Long, 2010; Jaeger and Eagan, 2011; 

Maxey and Kezar, 2015; Normore, 2019; Xu, 2019), institutions insist on hiring PT faculty. 

Unfortunately, this is not because of the value they bring to students or academia but because 

of their positive impact on institutions’ bottom line. The literature indicates that economic 

flexibility and cost-effectiveness are the main engines behind institutions’ commitment to PT 

faculty (e.g. Cohen and Brawer, 2003; Cross and Goldenberg, 2009; Kramer, et al., 2014; 

Eagan, Jaeger and Grantham, 2015). Maximising efficiency in HE is a manifestation of a 

wider social and political movement towards neoliberalism. This movement resulted in 

significant budgetary cuts within the public sector and the spread of managerial and corporate 

practices to ensure financial autonomy and performativity, even in HE (Olssen and Peters, 

2005; Rizvi and Lingard, 2010; Molesworth, Scullion and Nixon, 2011). Krats and Rajagopal 

(2010, p.11) assert that “government approaches of offering to university administrators the 

carrot of managerial control and the stick of funding cuts have turned them into ‘fiscal-

efficiency’ managers and CEOs of the university”. This change in the management of HE 

produced fewer opportunities for FT jobs, limited benefits, and diminished the concept of 

tenure. In fact, an interesting book, Everything for Sale? The Marketisation of UK Higher 

Education, by Brown and Carasso (2013), also associates the change in the workforce 

structure and the rise of PT faculty with the commercial orientation resulting from the 

neoliberal movement. 

Liu and Zhang (2013) explored the main financial factors contributing to contingent 

employment in the United States, finding that PT employment is more prominent in private 

institutions than in state-owned institutions. They argue that PT work arrangements are 

incompatible with the government’s work ethic, which generally promotes long-term and 
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secure relationships. The average salary paid to the FT faculty employed within the 

institutions was also found to be an important factor. Increasing the average salary paid to FT 

faculty forces institutions to compensate for the resulting financial slack by employing PT 

instructors. Institutions thus preserve their prestige and ensure that they attract high-calibre 

FT faculty. In addition, institutions offering PT courses are more likely to employ a flexible 

workforce, allowing them to adapt to the fluctuating number of students. Other researchers 

have addressed the social and academic drivers behind hiring PT faculty (Rumyantseva, 

2012). It is argued that the characteristics of the institution and the complexity of its policies 

and governance could play important roles. Larger institutions are likely to decentralise some 

of their procedures, giving departments or colleges the freedom to control aspects of their 

budgets. Universities are very bureaucratic; therefore, employing PT faculty can bypass long 

and complicated recruitment and selection processes. The disciplinary composition of the 

programmes offered also affects the likelihood of employing PT instructors. Growth in the 

size of business programmes tends to be associated with an increased number of PT faculty, 

while the opposite is true in the case of sociology and biology degrees. Unfortunately, the 

literature does not clarify what makes business degrees unique.  

To understand the factors that drive individuals to teach PT, Kezar and Sam (2010) 

conducted an in-depth examination of the typical profile of the PT faculty in HE. They argue 

that the vast majority of PT faculty are women and are usually younger than their male 

counterparts. Young women find it difficult to balance their work and family responsibilities. 

They are also viewed as being less experienced and therefore less eligible for FT jobs. 

Unfortunately, women seem to be attracted to academic fields that rarely offer FT 

opportunities (i.e. humanities) due to budget cuts and limited funding from corporations to 

support research initiatives. Concerning career mobility, while it might seem counterintuitive, 

research in the field suggests that starting a career in academia as PT faculty makes it very 

hard for individuals to be offered a FT opportunity. However, obtaining a doctoral degree 

increases the likelihood of individuals shifting career track. Some studies indicate that the 

majority of PT faculty would prefer a FT job if given the option (e.g. Jacoby, 2005). 

Accordingly, PT teaching seems to be situational rather than a voluntary career choice for 

most individuals. However, some researchers stress that individuals may pursue this career 

path by choice because they feel that interacting with students gives them a purpose in life. 

Some faculty consider it a supplementary source of income. Others value having higher 
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control over their workload and escaping the pressure of publication (Leslie and Gappa, 

2002; Waltman, et al., 2012; Pons, et al., 2017).  

2.1.2. The Second-class Citizen: Experiences and Working Conditions  

Research in the field indicates that this group of employees face considerable 

challenges. Coughlan (2015) highlights a few such challenges: compensating class-time only, 

lack of access to research funding, limited control over curriculum design, exclusion from 

communication channels, and lack of office space. Furthermore, Caruth and Caruth (2013) 

stress that PT faculty are underpaid, poorly supported by institutions, and receive minimal or 

no training and professional development. Kimmel and Fairchild (2017) found that PT 

faculty suffer from institutional reliance on student evaluation/satisfaction as the main 

measure of their job performance. The lack of other performance measures makes them 

vulnerable and under pressure to keep students happy. The study also suggests that PT faculty 

are treated as outsiders and remain disengaged from the wider academic community. Other 

studies have found that PT faculty are likely to experience unpleasant work relations, and that 

other faculty can be condescending towards them (Gappa and Leslie, 1993; Curtis, Mahabir 

and Vitullo, 2016). They feel that institutional policies and practices are not supportive and 

negatively impact their performance (Kezar, 2013; Danley-Scott and Scott, 2014; Eagan, 

Jaeger and Grantham, 2015). PT faculty experience a lack of collegiality and exclusion from 

institutional functions, such as participation in governance, social activities and personnel 

decisions (Haviland, Alleman and Cliburn Allen, 2017). Overall, PT faculty appear to 

experience a second-class citizenship status.   

PT faculty’s feeling of alienation and marginalisation is a prominent theme in the 

literature. Based on a qualitative study of 33 faculty members working at various institutions, 

Knight et al. (2007) found that PT faculty are deprived of the normal daily interactions with 

colleagues that contribute to the development of professional experience and identity. For 

example, they rarely engage in academic debates and institutional discussions about best 

practices or enhancing policies and procedures. They are also less likely to be consulted when 

institutions face problems. Accordingly, PT faculty have limited opportunities for 

professional development and the accumulation of holistic academic experience. Fostering 

pedagogical skills requires more than attending a one-time training opportunity or individual 

meetings with course coordinators and department heads. It requires continuous interaction 

with team members, access to peer observation systems, and mentoring schemes. 
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Opportunities to teach the same students or the same courses over time also help faculty to 

learn from mistakes and gain confidence in their teaching. Furthermore, Ryan et al. (2013) 

found that most management members only had “arms-length” interaction with PT faculty. 

The responsibility of managing them was delegated to programme leaders or coordinators, 

who, in most cases, were the only point of contact available at the institution. The recruitment 

and selection processes were found to be very informal and not as rigorous as those used 

when hiring FT faculty, reducing opportunities to obtain clear information about the job role 

and support channels.  

However, research discussing the experiences of PT faculty is not free of 

contradictions. Brennan and Magness (2018) assert that the exploitation of PT faculty 

presented in the literature is exaggerated. They strongly disagree with the claims that PT 

faculty are underpaid and overworked, and stress that PT faculty have a choice when it comes 

to accepting work assigned to them and are only hired to perform teaching duties. Therefore, 

they cannot be compared with FT faculty who perform many other duties that are not 

accounted for in the research. In other words, it is claimed that most studies promoting the 

exploitation of PT faculty lack reliable and fair comparative evidence.  

In a study covering more than 18,000 faculty members in the United States, Antony and 

Hayden (2011) compared the satisfaction levels of FT and PT faculty based on multiple 

variables. The study shows no significant difference between FT and PT faculty in respect to 

satisfaction with their authority to make decisions, use of technology, institutional support for 

improvement, and overall job satisfaction. In fact, the results show that PT members are 

significantly more satisfied with their workload, salaries, and teaching equipment than FT 

faculty. The study makes an important distinction by analysing and comparing the 

satisfaction levels of voluntary and involuntary PT faculty. Except for pay, benefits, and 

authority, involuntary PT faculty were found to be equally satisfied or more satisfied than 

their FT peers. On the other hand, voluntary PT faculty only rated satisfaction with benefits 

lower than FT faculty. Other studies reported similar results regarding the satisfaction of PT 

faculty (e.g. Maynard and Joseph, 2008; Kramer, et al., 2014; Eagan, Jaeger and Grantham, 

2015). These studies emphasise the significance of choice, and therefore motivation, when 

studying the experience of PT faculty. The level of satisfaction associated with PT teaching 

depends on whether or not the individual voluntarily chose the employment arrangement.   
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2.1.3. Institutionalisation and the Part-time Identity  

In order to discuss the issue of the PT faculty’s identity, it is important to understand 

how identities are formed within a workplace setting. According to Scott (2014, p.56), 

“institutions comprise regulative, normative, and cultural-cognitive elements that, together 

with associated activities and resources, provide stability and meaning to social life”. The 

employee’s identity, which is both a social and a cognitive construct, is formed through a 

process of institutionalisation. In other words, the employee’s sense of who they are results 

from being part of the institution and interacting with its systems and values over time. As 

indicated in the definition, Scott (2014) proposes that institutions perform the process of 

institutionalisation within three pillars or domains:  

1) The regulative pillar, covering the rules and laws institutions have in place to monitor 

tasks and individuals.  

2) The normative pillar, covering the values, standards, and expectations that are 

embedded within the working environment.  

3) The cultural-cognitive pillar, which resembles the shared beliefs framing the social 

reality.  

The institution enforces these pillars using systems, activities, and artefacts, which 

Scott (2014) calls the carriers of institutionalisation. Table 2 below illustrates the relationship 

between the institutional pillars and carriers and provides some examples of how they are 

manifested in the workplace.  

Table 2: Institutional Pillars and Carriers (Scott, 2014, p.96) 

 

As Table 2 shows, identities mainly fit within the cultural-cognitive pillar. Identities are 

carried by and within the relational system within the institution (i.e. the patterns of 
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interactions between individuals). It is important to note that from this perspective, identities 

are not just a product of the institution, but are also active agents in the institution. The 

intended, and even unintended, actions, decisions, and policies that the organisation makes 

impact the individual. At the same time, the individual brings to the institution his/her own 

past experiences, values, and beliefs and uses them when interpreting his/her social context. 

Individuals also participate in shaping the institutional systems, through their actions and 

reactions.  

Defining the PT faculty’s identity and understanding its development and formation is 

an understudied area in the literature. In the following, two research papers are discussed that 

used similar social and cognitive concepts to explore this issue.  

In her beautifully written thesis, Balancing Identity and Partial Inclusion: A Case Study 

of Part-time College Faculty, Susan Shaver (2014) examines how PT faculty shuffle multiple 

identities as they cross boundaries between different workplaces and occupations. Based on 

Allport’s (1962) partial inclusion theory and the work of Katz and Kahn (1978) in 

organisations, Shaver (2014) claims that PT faculty who work at different organisations, or 

juggle more than one job, are expected to adapt to varying work values and cultures. This 

adaptation process is not always comfortable and may be stressful. She describes it as an act 

of shifting identities across invisible boundaries. For example, working as an external auditor 

in an accounting firm requires a very different mindset, way of thinking, and behaving 

compared to teaching auditing to undergraduate students. Each identity is developed through 

interaction between the individual and other members who belong to the same community of 

practice. Belonging to different communities and different areas of practice makes the PT 

“partially included”. Partial inclusion results in a social paradox for both the faculty and 

members of the wider institution. Part-timers are viewed as outsiders working within 

institutions, which gives them a lower-status stigma. PT teaching gives individuals autonomy 

but takes away from them the power to influence and the authority to make decisions. The 

study suggests that the lower-status stigma drives many PT faculty to withdraw themselves 

further from the institution as a self-defence mechanism.  

Shaver (2014) adds that, in order to develop a sense of organisational identity or 

oneness, individuals need to exchange experiences and expertise, discuss concerns and 

values, and work on goals/projects together with other members of the institution. In her 

study, Shaver (2014) found that PT faculty experience frustration due to their lack of 



16 
 

awareness of the unwritten rules and office politics. She reports that faculty find it very 

challenging to function effectively without understanding the broader context or being 

informed about institutional strategies and directions. In other words, the only sense of 

identity that PT faculty are capable of fostering comes from teaching in the classroom and 

interacting with students. Perhaps it is mostly inside the classroom where PT faculty can feel 

the value of juggling multiple identities. For instance, being a practitioner in the field can 

enrich discussions with students and hence boost the PT faculty’s sense of confidence. 

Similarly, teaching at different institutions allows faculty to compare policies and improve 

assessment or teaching techniques.  

Shaver’s (2014) account resonates with Knight et al.’s (2007) discussion of the 

ecological nature of professional formation mentioned earlier. Knight et al. assert that the 

formation of HE faculty as professionals requires full engagement with the workplace 

environment. The constructs of the working environment, including people, structures, 

policies, and artefacts, together constitute an ecological system. This ecological system 

allows for growth through routine activities, such as observation, trial and error, reflective 

judgement, feedback, and support. The participants in the study stated that the factors they 

find most powerful in shaping their professional practices are mainly external (i.e. part of the 

environment and not self-driven). These factors include buddying colleagues, casual 

discussions with other faculty, class observation, training workshops, and drawing from 

personal experiences as students. This last point emphasises an additional vital identity that 

can inform teaching practices, which is in fact an internal factor. The faculty’s previous 

student identity informs their methods of in-class pedagogical practice. Thus, the faculty’s 

identity construction requires an environment that cultivates two-way exchanges in an 

organic and ongoing manner. As Knight et al. note, “professional formation happens in the 

normal daily course of things” (Knight, et al. 2007, p.431). Hence, teaching for a semester 

here and there may disrupt the natural growth of PT faculty.  

The two research papers discussed here may explain why PT faculty may perceive 

themselves as, or be seen as, partial members of institutions. The papers also help in defining 

the underlying meanings of holding a “part-time identity”. However, they do not seem to 

address whether “teaching in itself” is something that can be done PT. In other words, both 

accounts may be generally applied to any profession and do not scrutinise the possible unique 

nature of being a PT teacher in particular. Interestingly, in a conference paper by Bunnell, 

Fertig and James (2017) discussing the International Baccalaureate teacher identity, the 
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authors make a brief, but significant, note about the nature of teaching as a concept. The 

authors assert that teaching is one of the vocations that have an archetypical structure. Put 

another way, the essence of what teachers do and how they think is a concept that humans 

widely share across cultures, societies, and generations. Archetypes encompass a complex 

network of meanings or interlinked schema that build up an image of a typical person. For 

instance, the word “mother” holds very similar meanings for people worldwide in terms of 

expected qualities and responsibilities. The same applies to being a teacher or faculty 

member. This archetypical structure makes teaching different from other occupations or jobs. 

However, PT work is a more modern concept and it is worth exploring whether this changes 

the archetypical structure of the teaching profession.   

2.2. The Psychological Contract  

2.2.1. Conceptualising the Term   

In her book, The Psychological Contract in Organisations, Rousseau (1995) identifies 

four types of contracts based on the “eye of the beholder” or the respective reality of 

individuals and groups, within and outside the organisation. Normative contracts represent 

the shared beliefs amongst groups of people within the same organisation about the working 

environment. Implied contracts represent how the employment relation is interpreted by 

outsiders, such as witnesses or potential employees. Social contracts represent beliefs about 

the rights and conditions of employment as defined within society and are normally 

influenced by laws and regulations. The PC is conceptualised as representing how the 

employment relation is experienced from the viewpoint of the employee in particular. 

Rousseau (1995, p.9) defines the PC as “individual beliefs, shaped by the organisation, 

regarding terms of an exchange agreement between individuals and their organisation”. She 

also adds that “a contract is a mental model that people use to frame events, such as promises, 

acceptance and reliance” (Rousseau, 1995, p.27). This is inevitable, since the relationship 

between employees and employers is subject to an infinite number of changing variables to 

the extent that no legal contract can capture all possible exchanging scenarios within the 

relation. Rousseau (1995) asserts that PCs are characterised by the following features:  

1. Voluntariness: the employee has the choice to leave the relation or stay committed;  

2. Incompleteness: employees continuously build on their understanding of the 

relationship as they spend more time within the organisation;  
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3. Reliance losses: changes to the agreed or interpreted terms of the contract can create a 

loss for the employee;  

4. Automatic processes: contracts create enduring mental models that employees use to 

make decisions and that could make the employee resistant to change.   

It is hard to move away from the definition offered by Rousseau (1995) without 

addressing her controversial assertion that PCs are shaped by the organisation. Considering 

that Rousseau (1995) identifies multiple contract makers within organisations, including 

owners, managers, agents or representatives, as well as the employees themselves, one could 

argue that the expression “shaped by the organisation” was not intended to limit the contract-

making process to the organisation alone. The expression implies that the beliefs that 

employees form will always be influenced by the organisation that they are working at. The 

organisation is a key influencer, but not the only influencer. Employees working at the same 

organisation may reflect varying experiences or levels of satisfaction in their interaction with 

the organisation. If PCs were solely shaped by the organisation, then all employees would 

report the same positive or negative feelings and beliefs towards their employer. Rousseau 

views the PC as employer-specific, constituting complex networks of beliefs that are 

idiosyncratic or personal in nature (Rousseau, 2003). Yet, some similarities may be found 

depending on the strength of the normative contract or the corporate culture, as well as the 

level of standardisation in the written/legal contract (Shore and Tetrick, 1994).   

In addition, Conway and Briner (2005) claim that the norm of reciprocity is a 

fundamental constituent in the formation and development of the PC. The norm of reciprocity 

implies that the employment relationship is based on an exchange of good faith. Employees 

expect the organisation to reward their effort and commitment with recognition and vice 

versa. Reciprocity also means that the relationship is mutual. In other words, there is an 

ongoing exchange of promises and obligations between the two parties and the continuation 

of the relationship is conditional on both parties fulfilling their parts of the contract. For 

example, the organisation will continue to offer training and benefits as long as the employee 

continues to show creativity and flexibility. If this exchange happened once and both parties 

remained in the relationship, a perception of agreement is formed. The employee will assume 

that the organisation is happy with his/her contribution and will expect to receive similar 

rewards in the future. Rousseau (2001) stresses that the perception of agreement is subjected 

to cognitive biases due to incomplete information or people’s selective filtering. For example, 

the employee might not be aware that the organisation is planning to cut costs in the future 
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and mistakenly develop optimistic expectations. Employees may feel dissatisfied when they 

focus on how their salary increment this year is lower than last year, neglecting that most 

employees did not get any increment. In fact, Rousseau (2001) suggests that the perception of 

agreement in itself is a common bias. Individuals tend to disregard signs of disagreement and 

underestimate the possibility of miscommunication or misunderstanding. Thus, it can be said 

that the PC is constructed based on subjective interpretation rather than rational thinking.  

2.2.2. The Content of the Psychological Contract  

The content of the PC describes the range of tangible and intangible contributions and 

incentives exchanged between the employee and the organisation. The employee may 

contribute by working a specific number of hours per day, reaching financial targets, 

producing relevant products, or reducing waste in time and resources, all of which are 

tangible. Employees may also contribute to the organisation by utilising their experience and 

knowledge, being flexible in accepting work responsibilities, finding creative solutions to 

problems, or staying loyal, which are intangible contributions. Similarly, the organisation can 

reward the employee through measurable terms such as pay, benefits, and promotions, or 

through offering sentimental values such as recognition, respect, autonomy, fairness, and 

support. Conway and Briner (2005) outline some of the key studies conducted to define the 

list of items constituting the content of the PC for employees and employers (e.g. Guzzo, 

Noonan and Elron, 1994; Herriot, Manning and Kidd, 1997). It has been noted that the main 

shortcoming of these studies rests in their lack of consideration of reciprocity and mutuality. 

The studies produce disconnected lists of contributions and rewards without specifying which 

rewards are conditioned by or offered in return for particular contributions.  

Promises, expectations, and obligations lie at the heart of what constitutes the content 

of the PC. Dadi (2012) attempts to differentiate between the concepts while acknowledging 

the subjective nature of each. Promises are usually explicit assurances that one person makes 

to another. Such promises may be communicated verbally, face to face, or through other 

communication channels, such as policies or vision and mission statements. Expectations are 

beliefs that a particular action or event is going to happen in the future. They are usually 

accompanied by a sense of anticipation or looking forward. Schein (1980, p.24) highlights 

that expectations are driven by individuals’ “inner needs, what they have learned from others, 

traditions and norms”. Obligations represent internally driven feelings of compulsion towards 

a particular person or action. Of course, the three terms are interrelated. Honest promises 
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result in a sense of obligation on the promiser’s side and expectations on the promisee’s side. 

While Rousseau (1995) mainly focused on promises, Dadi (2012) argues that expectations 

are equally important to the formation of a PC. For the PC to be formed, a promise needs to 

be made, but it should also be interpreted as serious or honest to the extent that it stimulates 

expectations. If the employee does not interpret the employer’s promise to be serious, he/she 

will not expect it to be binding (i.e. no contract is made).  

Linde (2015) presents the findings from her previous research in South Africa, 

illustrating categories of employee and employer obligations along with the promises 

associated with them. For instance, employees feeling obliged to perform were found to 

promise good service, honesty, skills development, professionalism, and team work. Those 

obliged to stay loyal promised to protect the reputation of the organisation, respect 

confidentiality, and not support competitors. The obligation of flexibility was found to be 

associated with acceptance of transfer, doing extra-role tasks, working extra hours, 

geographical mobility, and conformity. On the employer’s side, the obligation of job content 

was found to be associated with the promise to offer varied work tasks, limited disturbances, 

the right to express opinions, and work according to the employees’ own fashion. The 

obligation of fair managerial policies was found to be associated with procedural justice, 

discipline, communication structure, and provision of information. The obligation towards 

career development was found to be associated with the promise to offer stimulating work, 

room for initiative, promotion, skills development, job mobility, and training opportunities. 

These are just some of the findings listed, showing the depth and multifaceted nature of the 

PC content.     

Rousseau (1995) discusses various internal and external factors that operate 

simultaneously in constructing the content of the PC. External factors encapsulate messages 

the organisation signals to employees through policies, manuals, reputation, and practices. 

The organisation’s actions, such as not renewing employment contracts to some employees or 

shifting employees to different departments, signal strong messages to employees. Some 

organisations may be more strategic in aligning their actions with clear public statements to 

reduce misinterpretations of messages and actions (Roehl, 2019). A survey of more than 

1,000 HR managers conducted by Guest and Conway (2002) revealed that the three most 

effective practices used in communicating promises are: discussions during recruitment, 

informal day-to-day interaction, and induction training. Information acquired from co-

workers or informal social networks is a primary factor for most people (Tomprou and 
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Nikolaou, 2011; Dabos and Rousseau, 2013). Individuals normally rely on employees who 

have spent a longer time at the organisation to validate their observations and understand 

norms. On the other hand, internal factors influencing the formation of the PC include 

personal dispositions and mental sets or schema about employment. Personal dispositions, 

including personality types, values, career goals, and work style, affect how individuals 

interpret the messages signalled by the institution. Research in the field of cognitive biases 

shows that people tend to overestimate their knowledge and their ability to control events or 

outcomes (e.g. Simon, Houghton and Aquino, 2000; Steen, 2004). Mental sets or schema 

about employment and professional identity are strong influencers. Rousseau (2001) suggests 

that individuals may differ in how they define their occupation (i.e. typical accountant, 

banker, nurse). Accordingly, they could have varying expectations about roles, 

responsibilities, reporting lines, control span, power, and authority. Previous employment 

experiences and societal norms shape such schema over time.   

Taking this forward, the formation of the PC and its content is a process that starts 

before the employee joins the organisation. Shore and Tetrick (1994) suggest that the process 

starts during the pre-employment recruitment phase, as the employee and employer negotiate 

promises and obligations, monetary and nonmonetary. Due to a lack of familiarity with the 

place and the people, the potential employee may interpret messages as promissory 

agreements when they are not, depending on body language or non-verbal cues. Then during 

the early stages of employment, the employee will actively seek information and start to 

make sense of them. He/she may refer to multiple agents, including the Human Resources 

(HR) staff, direct line managers, colleagues within the same department, or others. Such 

information is secondary in nature and goes through each agent’s personal filters, resulting in 

opportunities for further misinterpretation and distortion. With time the employee will stop 

seeking information from others and will rely on his/her direct interaction with the 

organisation. Rousseau (1995, 2001) suggests that employees with previous working 

experience and who have spent a longer amount of time in the organisation develop more 

complex schema about employment that are more resistant to change. Novice employees 

working for the first time have a less complex and more malleable schema. This makes 

novice employees more open to changing promises and obligations. The employee’s level of 

experience will affect the degree to which the PC is resistant to change. However, it has been 

asserted that not much is known about how the level of experience affects the content of the 

PC (Sherman and Morley, 2015).  
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Different parties may initiate the contract, including different agents and principals 

(Rousseau, 1995). Principals are known to be “individuals or organisations making the 

contract for themselves”, while agents are known as “individuals acting for another” 

(Rousseau, 1995, p.60). Contracting may happen between the employee and the owner 

directly without any third parties in between (i.e. principal-to-principal). Perhaps this kind of 

contracting is less prone to cognitive interpretations and more straightforward in terms of the 

degree to which parties perceive promissory agreements as binding. Contracting may happen 

through an agent representing the organisation, which is the most common form currently, 

where the line manager or the HR manager agrees on the terms with the employee (i.e. agent-

to-principal). Going through agents reduces involvement and distributes the responsibility of 

delivering the promises between both the owner and the agent. This kind of contracting is 

characterised by an imbalance of power, putting the employee at a disadvantage. In contrast, 

contracting may take place between the owner of the organisation and a representative of the 

employee, such as a recruitment agency or labour union (i.e. principal-to-agent); while this is 

less personal in nature, it empowers the employee in bargaining a deal. Finally, contracting 

may occur between an agent of the employer and an agent of the employee (i.e. agent-to-

agent), increasing the social distance between the employee and employer and resulting in 

mutual mistrust.  

2.2.3. The Nature of the Psychological Contract  

The nature of the PC is described in the literature using several taxonomies. Rousseau’s 

(1995) bidimensional model is the most prevalent and widely referenced. The first dimension, 

time frame, concerns the expected duration of the relationship. Does it have a defined expiry 

date (i.e. short term), or is it open (i.e. long term)? The performance requirements dimension 

concerns the extent to which the obligations and expectations are specific and deliberated. Is 

there an exhaustive and limited list of deliverables that each party is committed to, or is the 

scope of the relationship vague and flexible? Rousseau (1995) argues that setting key 

performance indicators (KPIs) dominates the landscape of most workplaces, emphasising the 

measurability of deliverables; this remains the case today. In other words, specific 

deliverables are no longer an exclusive characteristic of short-term relations. The interaction 

between the two dimensions generates four distinct types of PC: transactional, relational, 

balanced, and transitional contracts. Figure 1 below illustrates the bidimensional taxonomy 

model proposed by Rousseau (1995, p.8):  
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Figure 1: Rousseau’s (1995) Bidimensional Model of the PC 

T
im

e 
F

ra
m

e
 

  
  
  
  
L

o
n
g
 t

er
m

  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
 S

h
o
rt

 t
er

m
  Transactional 

(e.g. retail clerks hired during the 

Christmas shopping season) 

• Low ambiguity  

• Easy exit  

• Low commitment  

• Freedom to enter new 

contracts  

• Little learning  

• Weak integration/identification  

Transitional  

(e.g. employee experience following a 

merger or acquisition)  

• Ambiguity  

• High turnover  

• Instability  

 

 

 

 

 

Balanced  

(e.g. high-involvement team)  

• High commitment  

• High integration/identification  

• Ongoing development  

• Mutual support  

• Dynamic  

 

Relational  

(e.g. family business)  

• High commitment 

• High affective commitment  

• High integration/identification  

• Stability  

 

 Performance Requirements 

                        Specific                                                Not Specific  

 

As Figure 1 suggests, Transactional Contracts refer to relationships that are short term 

and specific. For example, employing a consultant to work on one project for the organisation 

and ending the contract upon completion falls under this category of employment 

arrangements. These contracts are usually financial or focused on tangible outcomes for both 

parties. The relationship is typically characterised by low commitment and little learning. 

Relational Contracts refer to relationships that are long term and not specific. Employees 

within such relationships are usually willing to go beyond the job description and are attached 

to the organisation. The relationship is generally characterised by loyalty and perceived as 

secure and nurturing. Employees experiencing relational contracts identify themselves with 

the organisation and expect a career rather than just a job. Balanced Contracts refer to 

relationships that are long term but specific in terms of contributions and outcomes. These 

relations can be demanding and dynamic. Rousseau (1995) uses the example of the 

workplace culture at GE during the 1990s, where there were very specific, high standards for 

performance and a focus on coping with organisational growth and change. Finally, 

Transitional Contracts refer to ambiguous and short-term conditions, where there is no 

commitment for future exchanges and a state of relationship breakdown and mistrust. 

Employees experiencing this kind of contract would usually seek to exit the relationship and 
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look for alternative employment. Rousseau (1995) argues that such contracts typically happen 

during major organisational changes and transitions, such as mergers and acquisitions, and 

employees would take action to change the relationship towards a transactional state.  

Over the years, other taxonomies have been introduced to classify the PC. Yet, despite 

its simplicity, Rousseau’s (1995) model has passed the test of time. To start with, Shore and 

Barksdale (1998) proposed another supposedly bidimensional model. The model is based on 

the interaction between the degree of balance and mutuality in the relationship and the level 

of obligation: in other words, the degree to which the relationship is perceived to be equitable 

and the extent to which the parties are vested in it. Consequently, four types of contracts 

emerge: mutual-high obligations, mutual-low obligations, employee-under obligation, and 

employee-over obligation. However, the conceptual framework of this taxonomy can be said 

to be flawed, as the two dimensions within the model are not mutually exclusive. The concept 

of balance is relative to the degree of obligation, and is not an independent measure on its 

own. In fact, the researchers applied Rousseau’s (1990) inventory to compare the perceived 

level of obligation between the employee and employer only, making the model 

unidimensional rather than bidimensional.  

Building on these two taxonomies, Janssens, Sels and Van den Brande (2003) proposed 

a typology based on six dimensions: time frame, tangibility, scope, stability, contract level, 

and exchange symmetry. The interaction between the dimensions leads to six PC types: 

instrumental, weak, loyal, unattached, investing, and strong PC. The researchers developed 

cluster profiles based on individual, job, formal contract, and organisational characteristics to 

validate the six-cluster solution. They also claim that each type of PC results in distinct 

affective commitment and employability outcomes. The fact that the interaction between the 

six dimensions only led to a six-cluster model means that not all of the six dimensions are 

necessary to define the characteristics of the resulting types; otherwise, a taxonomy of 36 

types would have emerged. Also, the cluster profiles presented by the researchers 

differentiate between the types using elements that do not really describe the psychological 

nature of the relation, rather than the typical level of education, industry, salary, job level and 

size of organisation. The paper does not describe the characteristics of the six clusters or 

types using the claimed dimensions. More recently, Ruokolainen et al. (2016) identified six 

types of PC based on a longitudinal study of employees over two years. The types are 

labelled as: strong and balanced, average and balanced, employer-focused, employee-

focused, balanced transactional, and employee-focused relational. The taxonomy emerged 
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based on the mere plotting of patterns in employee–employer relationships rather than the 

interaction between particular dimensions or predetermined qualities. The absence of a 

dimensional model creates a clear overlap between some of the proposed types. Semantically, 

a “strong and balanced” contract can also be “balanced transactional”, and an “employee-

focused” contract can also be “employee-focused relational”.  

2.2.4. The Role of Time  

Time has a paramount effect on shaping the relationship between the employee and the 

organisation. Robinson, Kraatz and Rousseau (1994) assert that when individuals stay within 

the same relationship for a long time, the norm of reciprocity enforces a higher level of 

exchange in obligations between the two parties. That is due to individuals constantly paying 

back favours and striving to create a positive imbalance between them and the other party, 

escaping a situation of debt. However, in employment, continuing to work for the same 

employer for a long time in itself can be perceived as a contribution and makes employees 

feel that they deserve a higher level of entitlement. As a result, they think that they owe the 

organisation less and that the organisation owes them more. Other research suggests that 

employers’ promises have a more salient effect on the PC of new joiners, but become less 

relevant for older employees (Montes and Zweig, 2009). In other words, the employee’s 

perception and experience of the PC are not static and are likely to change in terms of nature 

as well as content over time. Understanding the temporal nature of the PC has caught the 

attention of a few researchers more recently (e.g. Bal, et al., 2010; Karagonlar, et al., 2016; 

Solinger, et al., 2016; Griep and Vantilborgh, 2018). This attention shifted the focus from 

comparing the PC between different employees to examining the evolution process of the PC 

within the same employee (Griep, et al., 2018). 

Figure 2: The Dynamic Phase Model (Rousseau, Hansen and Tomprou, 2018) 
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Figure 2 illustrates Rousseau and colleagues’ Dynamic Phase Model of the PC, 

emphasising its evolution over time (Rousseau, Hansen and Tomprou, 2018). After the 

creation phase, the model implies that an employee might opt out early if not happy or move 

to the maintenance stage. The maintenance stage may last for a long time if not disrupted. A 

disruption can result from changes in the employee’s circumstances, such as getting married 

or experiencing health issues. It may also arise from reneging where the employer fails to 

keep a promise or deliver it within the expected time frame based on the employee’s 

expectations. The disruption could also result from a state of incongruence or 

misunderstanding of perceived promises. Any disruption that results in a discrepancy 

between the PC and actual experiences is considered a breach. The employee’s evaluation of 

the causes and consequences of the breach will lead to an emotional response. Suppose the 

breach is believed to be caused by factors outside the employer’s control (e.g. natural disaster 

or global financial crisis); the resulting affect would be positive (e.g. compassion). 

Accordingly, the employee might renegotiate the terms of the relation. Positive affect may 

also result from a positive discrepancy or over-fulfilment. Exceeding expectations could also 

trigger a renegotiation phase, to discuss future expectations. However, if the breach is 

believed to be intended, this will lead to a negative emotional response (e.g. feeling of anger 

and frustration) or a state of violation. 

Violations play a self-regulating function in how the employee relates to the 

organisation and influence his/her emotional, cognitive, and behavioural reactions during the 

repair phase. Tomprou, Rousseau and Hansen (2015) assert that, post violation, victims may 

reactivate the original PC if they believe that the likelihood of resolving the violation is high 

and that the organisation will be responsive. They will attempt to resolve the problem by 

talking to their boss, for example. Otherwise, victims may form a new PC that is less 

attractive than the original one. Negative affect makes employees more vigilant and data-

driven, looking into the details of the exchanges despite beliefs of good faith. In this case, the 

employee will perform clear and well-established duties and anticipate a lower level of 

support and trust from the employer, yielding poor outcomes for both the employee and the 

organisation. Over time, the new contract may fail to be functional enough for the employee 

and push him/her to terminate the relationship.  

There is some disagreement about the moderating effect of the relational nature of the 

contract on employee reactions post violation. Robinson, Kraatz and Rousseau (1994) claim 

that violations are less likely to affect the nature of transactional contracts, as they are 
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economic in the first place and less personal/emotionally intense. Under transactional 

contracts, employees are likely to simply adjust their contribution to a level that is more 

equitable with the new inducements offered. Nonetheless, violations are more likely to shift 

the very nature of relational contracts, breaking down their socio-emotional bonds. The logic 

is that employees experiencing relational contracts have higher expectations and are more 

likely to feel betrayed post violation. On the other hand, Dulac et al. (2008) argue that the 

emotional intensity of relational contracts may induce biased sense-making processes, 

stimulating the employee to think of external factors that could have prohibited the 

organisation from fulfilling its promises. Relational contracts are also characterised by more 

frequent communication between the parties, allowing the employer to rationalise the breach 

and influencing the employee’s evaluation of organisational justice. Close relations with line 

managers help to buffer adverse effects and in restoring the original contract.  

Solinger et al. (2016) suggest that bouncing back from a violation depends on 

contextual factors rather than the type of contract. The severity and frequency of the breach 

are considered important in resolving discrepancies, stressing that not all breaches lead to the 

emotional experience of violation. A longitudinal study conducted by Griep and Vantilborgh 

(2018) affirms that sabotage or counterproductive behaviour towards organisations rarely 

results from a single incident. It is usually a result of repetitive and accumulated negative 

interactions over time. Solinger et al. (2016) also report that the speed of organisational 

response and offering support to employees after a breach can help repair the contract. In 

fact, Saunders and Thornhill (2006) found that the fairness of interpersonal treatment that 

employees receive (courtesy and honesty) has a significant impact on their evaluation of the 

nature of the PC even when they are forced into an employment arrangement that is not of 

their choice. Hartmann and Rutherford (2015) found that the psychological climate within the 

organisation is critical in containing the feeling of breach. Offering opportunities for 

autonomy, involvement, performance feedback, and clarity of organisational goals negatively 

correlated with breach. 

Nevertheless, individual differences have been found to play a role in how employees 

respond to PC breach, such as personality type (Ho, Weingart and Rousseau, 2004). Some 

individuals may lack self-awareness and discount their own contribution to the breach, not 

realising that the organisation is merely responding to their own poor level of performance 

(Shore and Tetrick, 1994). Conversely, some individuals are more resilient and demonstrate a 

higher level of tolerance towards discrepancies in the PC (Griep and Vantilborgh, 2018). 
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Based on a meta-analysis of 60 studies, Bal et al. (2008) add that age is related to the 

response to PC breach. It was found that older employees are less likely to lose trust or alter 

their commitment to the organisation in response to a PC breach. Another study advocates a 

generational difference in response to PC fulfilment. Changes to social atmosphere were 

found to be more significant to baby boomers and generation X, while rewards and job 

content are more critical to generation Y (Lub, et al., 2016).  

2.2.5. Universally the Same or Culturally Defined?   

Thomas, Au and Ravlin (2003) argue that the cultural profiles of individuals have 

cognitive and motivational influences on the formation of the PC, perception of breach, and 

reaction or response to the violation. They state that (Thomas, Au and Ravlin, 2003, p.454): 

Culture consists of systems of values, attitudes, beliefs, and behavioural 

meanings shared by members of a social group (society) and learned from 

previous generations. Culture itself, a group level construct, is neither genetic 

nor about individual behaviour. However, it exists within the knowledge 

systems of individuals, which are formed during childhood, and reinforced 

through life…Much of our understanding of cultural variation has developed 

through our study of values…Value orientations are the shared assumptions 

about how things ought to be or how one should behave.   

The above description suggests that, just like the PC, culture is a complex schema that 

individuals acquire over time and define how they expect to be treated and are expected to 

treat others in society. Individualism and collectivism are the most basic, yet most 

recognised, variations of cultural thinking. They are said to influence an individual’s self-

concept and motivation (i.e. viewing the self as independent of vs. interdependent with 

others). This cultural difference makes individuals attach varying importance to perceived 

stimuli and affects how they link and process information. Accordingly, socially different 

individuals may demonstrate varying levels of sensitivity to contract violation and how they 

would attribute or explain the drivers behind violations. For example, in individualistic 

cultures, employees would appreciate a “commission-based” reward system and consider it 

fair. Employees from a collectivistic culture might be less comfortable with such a system 

and find it offensive as it conflicts with the value of collaboration and equality. From a 

motivational perspective, a “commission-based” reward system makes employees from 

individualistic cultures feel good about themselves as they make more money than others and 
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earn this gain, motivating them to work harder. On the contrary, in collectivistic cultures, 

such employees would feel ashamed or guilty and become demotivated over time.  

Based on a cross-national study, including 13 different countries, Rousseau and Schalk 

(2000) discuss the impact of culture on the nature of the PC. Firstly, societies vary in terms of 

the degree to which performance obligations are enforced. For example, employees in 

France, Belgium, and Japan are aware that it is tough for employers to terminate contracts 

based on performance measures, while the contrary is true in countries like New Zealand and 

the United States. In return, this affects the degree to which employees feel empowered and 

perceive the employment relationship to be stable over time. Secondly, societies differ in the 

extent to which “keeping a promise” is considered binding. In Japan, promise-keeping is held 

to rigorous standards, unlike in France where inconsistencies are considered to be expected. 

The Netherlands was found to fit in between, where situational factors are taken into 

consideration when judging the employer’s ability to keep promises. Employees in Australia 

and the UK are said to be more suspicious and calculating in trusting employers, affecting the 

personal or relational nature of the contract. Thirdly, societies differ in their tolerance of 

unequal outcomes, or individualised deals. Japanese, Dutch, and Australian societies share 

the value of equality in the distribution of rewards, despite performance, while it is expected 

in the United States for employees to seek individualised reward packages. Obviously, 

governmental regulations and collective bargaining agreements remain the most salient 

factors affecting the leeway for negotiation between employees and employers. Employees in 

Mexico, India, New Zealand, and the UK are not as protected by state laws and regulations as 

those in other countries.  

Furthermore, Rousseau and Schalk report a general trend in all countries of moving 

towards more transactional employment arrangements. However, it is noted that there are 

some salient differences in how societies define the terms relational and transactional 

contracts in the first place. For example, although having specific deliverables is usually a 

characteristic of a transactional contract, it is common to have project-focused objectives as 

part of a relational contract context in Canada. Also, in Singapore, it is culturally 

unacceptable for employees to express dissatisfaction at work, making employees quit jobs 

and leave without clear prior warning, despite the country’s relational orientation in 

employment arrangements. There is also a difference in the degree to which relationships are 

explicit and transparent across countries. In Japan, performance is evaluated based on the 

overall capability and potential of the employee, while in New Zealand, employees are 
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evaluated based on specific work-related demands. Finally, the authors note that the PC of 

particular industries or sectors can be the same across countries. Employees working in 

governmental jobs tend to hold relational contracts that are long-term oriented and are less 

specific in terms of the relationship between performance and pay or promotion.  

Forstenlechner and Baruch (2013) provide a theoretical discussion about the validity of 

the concept of PC in the Arabian Gulf, with a specific focus on the United Arab Emirates 

(UAE), which is not far from the setting of the current study. Traditionally, the workforce in 

the UAE was dominated by expatriates who competed aggressively to work in the private 

sector, while nationals occupied the public sector jobs. The government provided generous 

benefits to local employees, and informal connections, as well as social networks, played a 

salient role in finding job opportunities and shaping expectations. The authors argue that this 

situation is changing. The sense of entitlement enjoyed by local employees is being replaced 

by a national movement to contribute to the economy due to saturation in government jobs. 

Nationals are now forced to compete with international employees for job opportunities in the 

private sector, under the same work conditions. The increased competition over limited jobs 

is also claimed to have changed the workplace culture from a collectivistic to a more 

individualistic one. Yet, the power of connections still prevails, increasing young people’s 

expectations about their ability to access the workforce and gain progression using their 

family influence and perhaps making them more prone to cultural shocks and PC violations 

after entering the workforce.   

Aldossari and Robertson (2016) examined the impact of a particular cultural dimension, 

specifically social connections, on the PC of repatriates in the Kingdom of Saudi Arabia 

(KSA). Probably representing the extreme end of collectivism, in the Arab world, 

individuals’ expectations and behaviours are highly driven by contextual customs and norms. 

The researchers conducted semi-structured interviews with 40 repatriates working in two 

large Saudi organisations, comparing job expectations before travelling for an international 

assignment and after returning home. The findings suggest that repatriation brings hopes of 

promotion, a desire to bring change, and interest in working in varied job roles. In most cases, 

those expectations were not fulfilled upon returning back to the KSA. Employees reported a 

number of issues, including insufficient salary increases, lack of development opportunities, 

unchallenging tasks, and insufficient recognition of performance. Repatriates believed that in 

the KSA, opportunities are not distributed based on merit but rather on social connections, 

which they found demotivating. The researchers explain that living in a western culture for a 
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considerable time influenced the employees’ acceptance of social connections as a cultural 

norm, changing it from being a “normal” characteristic of work relationships to a teething 

problem. This negative feeling of injustice created a state of contract violation and was 

accompanied by an intention to leave. The study suggests that working in a different culture 

changes an individual’s expectations and redefines his/her PC even when the employer stays 

the same and does not make any significant changes to the working relationship. The change 

in cultural values in itself can create a state of PC breach and violation.  

2.3. The Power of Silent Agreements   

2.3.1. Positioning the Psychological Contract in the Wider Literature 

It is important to acknowledge that PC research represents a niche within the wider 

literature of human relations and organisational psychology. There are many other theories 

that aim to explain behaviour and attitude in the workplace from other perspectives. Conway 

and Briner (2005) identify three main approaches within the field. Job-characteristics models 

describe how the scope and design of the job contribute to critical psychological states and 

work outcomes (e.g. Hackman and Oldham, 1976). Other theories rely on personality types 

or traits to analyse work satisfaction, effectiveness, interpersonal relations and group 

dynamics (e.g. the Big Five model). In addition, a vast area of research explores the synergy 

between the individual and the organisation in terms of values (i.e. person–organisation fit), 

addressing issues of organisational politics (e.g. Ferris et al., 1996) and culture and behaviour 

(e.g. Casey, 1999; Kotrba et al., 2012). The first two aforementioned lines of research mainly 

focus on the relationship between the individual and the job, while the third looks at the 

compatibility between the individual and the organisation without considering the daily and 

dynamic interaction between the two parties. Organisations and people do not always behave 

according to their norms and values, and the exchange of expectations and obligations may 

be subject to factors outside the control of both parties. For example, husbands and wives 

may share values and interests, yet their marriage could still be troublesome. PC research 

focuses on the employment relationship in particular. It examines how the interaction 

between the internal and external factors surrounding individuals and organisations unfolds 

and evolves from the employee’s perspective.  

The literature also encompasses other models analysing the relationship between the 

employee and the organisation. According to Roehling (1996), the PC concept stems from 

Bernard’s (1938) Theory of Equilibrium, which states that the individual will continue to 
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participate in the employment relationship as long as the organisation offers him/her 

incentives or inducements that are greater than or at least equal to his/her contribution. The 

theory discusses how the rewards offered by the organisation shape the employee’s 

contribution, and March and Simon (1958) further developed it into an inducement-

contribution model. The inducement-contribution model highlighted the reciprocal nature of 

the relationship between the employee and the organisation. It also captured both the implicit 

and explicit terms within the exchange. However, the specific term PC was not coined until 

1960 by Argyris to describe the results of particular leadership approaches regarding social 

interaction between employees and their superiors, or foremen as he called them. 

Denise Rousseau’s account has been selected in this thesis because it provides a more 

humanistic conceptualisation of the PC term. As she points out in her seminal article 

published in 1989: “Psychological and Implied Contracts in Organisations”, the earlier 

conventional models are transaction oriented, framing the employee/organisation relationship 

as a mere exchange of benefits. Hence, they ignore the emotional and subjective nature of 

individuals. She distinguishes her conceptualisation from that of previous accounts by three 

fundamental assumptions. Firstly, inequity is not the only condition for contract violation. 

Many other factors could contribute to the experience of violation that are not related to the 

balance of the exchange. For example, change in organisational values, management, or work 

procedures may have a more substantial impact on the employee/organisation relationship. 

Therefore, her account of PC violation is based on the idea of “disruption”. Disruptions are 

caused by discrepancies between “expectations and actual outcomes” rather than 

“contributions and rewards”. Secondly, she stresses that restoring equity does not eliminate 

violations automatically. People need time before they can bounce back from stressful and 

emotional experiences. Indeed, employees will not forget that the organisation suspended an 

entitlement even after it has been returned to them. Thirdly, the PC exists at the individual 

level, and individuals differ in terms of their frames of reference. As explained earlier, 

disruptions lead to violation if the individual’s evaluation and interpretation of the incident 

resulted in negative affect, depending on the size of loss from the employee’s perspective 

(valence) and attribution of the underlying causes. In other words, the evaluation process is 

idiosyncratic and may or may not fully align with societal norms or values. This also means 

that the evaluation process is not tied to a particular set of values or hierarchy of needs, 

making Rousseau’s conceptualisation flexible and applicable to different contexts and 
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cultures. Individuals may evaluate breach from an individualistic, collectivistic, or combined 

perspective, depending on their own map of the world. 

2.3.2. The Function of the Psychological Contract  

The PC encapsulates a complex network of beliefs and feelings towards the employer, 

summarising the overall employment relationship from the employee’s perspective. Shore 

and Tetrick (1994) claim that the concept plays three instrumental functions. Firstly, 

believing that there is an agreement between the individual and the organisation provides a 

sense of control and reduces feelings of uncertainty or ambiguity. The PC fills the gaps in the 

formal contract and keeps the employee engaged and responsive within the relation even 

when going through changing conditions. Secondly, the PC plays a self-regulatory function, 

enabling employees to work without direct or constant managerial surveillance. Awareness of 

what is expected to be accomplished or delivered allows the employee to manage their time, 

tasks, and priorities. It contributes to the employee’s feeling of autonomy and responsibility. 

This can have a positive impact on organisations, reducing costs of employee observation and 

micromanagement. Thirdly, the PC makes individuals feel that they can influence the growth 

and development of the relation. This relates to Rousseau’s (1995) concept of voluntariness, 

or what can be called the leverage of choice. If the employee feels that he/she can choose to 

perform obligations or not, they can put pressure on the organisation and negotiate terms and 

rewards. However, what function does the PC play when the employee feels that he/she has 

no choice? Saunders and Thornhill (2006) found that when FT employees are forced into a 

temporary employment contract, they go through a staged process and adjust to their new 

reality gradually. This finding may indicate that the role of the PC, in this case, is to foster 

accommodation and transition. In addition, the PC will motivate employees to regulate their 

effort and investment in the institution to compensate for the lack of choice.  

Many studies support the PC’s role in shaping a wide range of behavioural and 

attitudinal work-related outcomes. Based on a meta-analysis of 51 studies, Zhao et al. (2007) 

found that PC breach is strongly related to mistrust towards management, job satisfaction, 

organisational commitment, and turnover intention. The same study showed a strong negative 

correlation between PC breach and both in-role performance and Organisational Citizenship 

Behaviour (OCB), in other words, extra-role performance. However, the study did not report 

a significant correlation between PC breach and actual turnover. Leaving the organisation is a 

costly decision affected by multiple factors, such as responsibility towards family, job 
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seniority, or job market competition. The results of the study suggest that the PC may be 

more likely to influence emotional states than objective thinking processes. More recent 

research in the area revealed similar results. Hartmann and Rutherford (2015) found that PC 

breach mediates the impact of psychological climate factors (autonomy, involvement, 

feedback, and goal clarity) on job satisfaction and commitment in salespeople. In addition, 

Gupta, Agarwal and Khatri (2016) claim that the PC has a significant mediating effect on the 

interrelation between perceived organisation support and some work-related outcomes, 

including work engagement in the healthcare sector. It is argued that under breach conditions, 

the PC may serve as a self-defensive mechanism for nurses, helping them to manage their 

feeling of disappointment in future encounters. Similarly, Ahmad et al. (2019) also reported a 

mediating effect of PC in the relationship between ethical leadership and extra-role 

performance. Other studies related the PC with employee well-being (e.g. Duran, Bishopp 

and Woodhams, 2019), absenteeism (e.g. Johnson and O’Leary-Kelly, 2003), innovative 

thinking (e.g. Kiazad, et al., 2014), perceived organisational justice (e.g. Kim, et al., 2017), 

and customer service (e.g. Guo, Gruen and Tang, 2017). 

Most of the studies exploring the function of the PC rely on contract breach and 

violation as an anchor; however, not many studies have explored the impact of the PC type 

on work-related outcomes. It is important to note that Rousseau’s (1995) taxonomy compares 

the psychological nature of various work relations; however, it does not prescribe that one 

particular type is better than the others. The degree to which a specific type of contract is 

satisfying will depend on the personal needs and objectives of the employee. Some 

individuals may indeed prefer a transactional contract, as it gives them a higher level of 

freedom and flexibility, over a relational contract, for example. Hui, Lee and Rousseau 

(2004) found that transactional work arrangements are highly valued by employees in China 

and are more likely to motivate extra-role performance directly compared to relational and 

balanced work relations. 

Similarly, De Cuyper and De Witte (2006) found a significant difference between 

temporary employees and permanent employees in terms of relational orientation towards 

organisations; this difference did not lead to any significant variation in job satisfaction or 

commitment. The study indicates that job insecurity has an adverse impact on the fulfilment 

of relational promises, but not transactional promises. This means that job insecurity does 

not, by default, make individuals less satisfied with the organisation. Building on this finding, 

Callea et al. (2016, p.413) argue that “contract type acts differently on intrinsic and extrinsic 
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job satisfaction for permanent and temporary workers in relation to different job insecurity 

levels”. The study found that high levels of job insecurity have a more substantial negative 

effect on intrinsic job satisfaction for permanent staff and a more substantial negative effect 

on extrinsic job satisfaction for temporary staff. Suppose we consider job insecurity as a form 

of violation. In that case, it can be said that both studies may support Robinson, Kraatz and 

Rousseau’s (1994) view that transactional contracts are less likely to be affected by 

violations, mentioned in the previous chapter. 

2.3.3. Theories of Motivation and the Psychological Contract 

Given the well-established instrumental impact of the PC on work outcomes and 

attitudes, it is important to highlight the interaction between the construct and motivation. 

Despite its clear conceptual connection with equity (Adams, 1963), valence (Vroom, 1964), 

and attribution of achievement (Weiner, 1974), few studies connect the PC with such 

classical motivational theories. Most studies implicitly describe the motivational properties of 

the PC without utilising any theoretical foundation to explain that connection. This also 

applies to Rousseau’s (2004) article: “Psychological contracts in the workplace: 

understanding the ties that motivate”. Coultrup and Fountain (2012) describe the connection 

between the PC and both expectancy theory and equity theory, but unfortunately, they do not 

translate this conceptional account into an empirical investigation. Here I present some of the 

limited number of studies that explicitly discuss the motivational nature of the PC and 

attempt to explain why PC fulfilment leads to positive outcomes from a motivational 

standpoint. 

Unfortunately, some of these limited number of studies lack rigour and sound 

theoretical discussion. For example, Lee and Liu (2009) conducted a study analysing the 

relationship between achievement motivation, the PC, and work attitudes, based on a sample 

of 340 bank employees in Taiwan. Within the context of this study, achievement motivation 

is defined as the employee’s drive to seek success and avoid failure, which is characterised by 

three personality factors: mastery needs, work orientation, and competition. In terms of work 

attitudes, the study focused on organisational identification, work devotion, and satisfaction. 

The study found that while there is a significant relationship between achievement motivation 

and work attitudes separately, the relation is most significant when considering the mediation 

effect of the PC. However, the study is brief and does not relate its findings to past studies or 

make sufficient reflections. The study also refers to two types of PC, transactional and 
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relational, but does not clarify whether each has a distinct interaction with achievement 

motivation or work attitudes. George (2013) conducted another study, claiming that the main 

factors within the PC that influence “job motivation” are breach of mutual trust, job security, 

and employee friendliness. However, the study has a weak theoretical basis and the 

operational definition used to measure job motivation is vague and does not seem to be 

founded by a particular theory.  

Castaing (2006) conducted a study researching the effects of PC fulfilment and public 

service motivation on organisational commitment in France. In this study, motivation was 

found to have stronger predictive power than the fulfilment of the PC in affecting 

organisational commitment. The researcher asserts that the findings might reflect the unique 

nature of public servants, who are not as concerned as private sector employees about 

rewards and financial gains. It also may be that promotion and career prospects in the public 

sector are clearly structured, and hence are less prone to breach. The study presents public 

service motivation as a personal disposition that has a more differential impact on 

organisational commitment than the PC. One might say that with the absence of ambiguity 

and reduced risk of violation, the motivational impact of the PC is controlled.  

Parzefall and Hakanen (2010) investigated the motivational and health-enhancing 

properties of the PC in Finland, based on the Job Demands Model. According to this model, 

all jobs have physical, mental, social, and emotional demands that put pressure on the 

employee, as well as offer resources that fulfil employees’ needs. The researchers 

hypothesise the PC as a resource offered by the organisation to balance the demands of the 

job. In return, the PC is perceived to have motivational properties that stimulate affective 

commitment and reduce turnover intention. The researchers further argue that work 

engagement mediates the relationships between PC fulfilment and its outcomes. So, instead 

of considering the PC as a mediating factor, the proposal here is that PC fulfilment is a 

motivational factor that functions through employee engagement. Indeed, the results showed 

that the PC has a positive impact on employee’s health and well-being. The explanation 

offered is that PC fulfilment fosters a state whereby employees are fully engaged in the 

organisation. This state is characterised by vigour and dedication and triggers many positive 

outcomes, such as affective commitment and tenure.  

Furthermore, Corder and Ronnie (2018) conducted a qualitative study exploring the PC 

of nurses and its impact on motivation. The thematic content analysis revealed five factors 
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that determine the fulfilment and violation of contracts, namely: (1) expectation and reward; 

(2) well-being and open communication; (3) professionalism and trust; (4) fairness and 

mutual respect; and (5) autonomy. The analysis of these factors made the researchers believe 

that nurses in the study are predominantly intrinsically motivated, despite the PC’s claimed 

“balanced” nature. In other words, the nurses related more (had a stronger bond) to the job 

rather than the organisation, and expected both tangible and intangible rewards. The study 

suggests that PC violation will not stop nurses from performing their duties, as their 

responsibility and obligation is towards the patient and not the organisation. Thus, the 

findings indicate that high intrinsic motivation could mitigate negative work outcomes that 

are normally associated with PC breach. Of course, this conclusion needs to be validated by 

future research.  

Research investigating the generational differences in responding to PC fulfilment 

refers to motivational values. Anggraeni (2018) states that the PC can be used as an 

organisational strategy to retain millennial employees. It is argued that millennials are 

motivated by career development and a collaborative, rather than competitive, working 

environment and hence are best retained by satisfying those needs. These assertions support 

the mediating role of the PC on work outcomes. The PC is viewed as a medium for the 

reinforcement of pre-existing motivational factors. Apart from generational differences, de 

Lange et al. (2011) studied the mediating effect of old age on intrinsic work motivation. The 

study found that PC breach has no impact on intrinsic motivation for older employees who 

are reaching retirement age. The rationale is that with age, instead of being motivated by 

growth and development, prevention of loss becomes more important. The study found that 

people with a high prevention focus reacted less strongly to relational contract breach. Loss 

prevention, as a motivational value, makes individuals more resilient to changes in the PC.  

Perhaps the only study to examine the motivational dynamic, as opposed to 

motivational content, of the PC was conducted by Mai et al. (2016). The study used 

expectancy theory as a theoretical framework to examine the causal effect of turnover 

intention on PC orientation, and the causal effect of the PC orientation on OCB and deviance 

behaviour. Vroom’s (1964) expectancy theory states that individuals are motivated to behave 

based on the multiplying effect of three factors: a) expectancy, or the likelihood that an action 

will lead to performance; b) instrumentality, or the likelihood that performance will result in 

some secondary reward; and c) valence, the attractiveness of the resulting reward to the 

person. The argument proposed is that when individuals intend to leave their job, they are 
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less sure whether their effort will result in a sufficient level of performance (expectancy), as 

they might leave before completing tasks. Also, when individuals intend to leave, they 

become less concerned about long-term rewards, such as career development, and therefore 

focus their effort towards actions that will offer short-term outcomes (instrumentality and 

valence). The study results indeed show that employees who expressed an intention to leave 

the organisation demonstrated a weaker relational orientation and a stronger transactional 

orientation, which then resulted in a lower level of OCB and a higher level of deviance 

behaviour. The mediated effect of the PC is argued to be dependent on the attribution of 

breach responsibility. Turnover intention is most likely to result in deviant behaviour when 

the employee believes that the organisation is responsible for the breach. The application of 

expectancy theory here seems strictly theoretical (no measurement of factors) and provides a 

partial explanation of the findings.   

Before moving on, one might question whether the Dynamic Phase Model developed 

by Rousseau, Hansen and Tomprou (2018) can be considered as a motivational theory. As 

stated by the authors, the purpose of the model is to explain how the PC develops and 

changes over time; however, it presents a process of self-regulated actions that is very similar 

in its structure and mechanism to process theories of motivation. The model is influenced by 

self-regulation theory (Carver and Scheier, 2001) and suggests that individuals are motivated 

to minimise the discrepancy between their reality/environment and their internal 

standard/goal (i.e. PC) through a continuous feedback mechanism in terms of progress 

towards that internal standard/goal. Individuals adjust their effort and attention based on the 

level of this discrepancy, which may be positive or negative. The cognitive and social process 

described here is parallel to that outlined in the equity theory (Adams, 1963), which states 

that individuals engage in an evaluation process, comparing their effort/reward ratio with a 

normative standard. Individuals are motivated to restore equity either by taking action or 

changing cognitive beliefs. The Dynamic Phase Model also suggests that the discrepancy 

triggers a reaction, depending on the valence or the value of the disruption from the 

individual’s perspective. Rousseau, Hansen and Tomprou (2018, p.2) state that “the valence 

of the associated emotional response indicates whether the disruption is considered positive 

or negative, rather than whether the discrepancy itself is positive (inducements surpass 

obligations) or negative (inducements fall short of obligations)”. The concept of “valence” is 

central to the expectancy theory of motivation, as stated above (Vroom, 1964). People vary in 

the weight or importance they attach to particular rewards or breaches. According to the 



39 
 

calculated valence, individuals determine the appropriate reaction to the breach (renegotiate, 

repair, or exit).  

2.3.4. Criticising the Utility of the Concept  

Despite the myriad of studies advocating the utility of the PC in organisational 

research, the concept has had its fair share of criticism. The critical views relate to three 

bases: conceptual, empirical, and theoretical assumptions.  

On the conceptual level, critics suggest that promises, expectations, and obligations 

have been used exchangeably in the PC literature (Guest, 1998; Conway and Briner, 2005). 

Studies do not illustrate how breaching promises differs from breaching expectations or 

obligations. It is not clear if the emotional and behavioural reaction to each set of beliefs is 

distinct. Guest (1998, p.651) asks, “at what point in a relationship between an individual and 

an organisation a PC can be said to exist”? The literature, in general, suggests that the PC 

starts to develop before the employee joins the organisation. What is challenging here is how 

long before joining? Some employees might develop an emotional relationship with an 

employer long before the recruitment process, while others might not develop such an 

emotional attachment even after officially joining. Guest (1998) also accuses the PC of 

“concept redundancy”. He questions the difference between the concepts of breach and job 

dissatisfaction, using the high level of correlation between the two constructs reported in the 

literature as evidence to suspect a conceptual overlap. Portraying an anthropomorphic identity 

with organisations, or what some refer to as the agency problem, is another prominent 

challenge in conceptualising the PC (Guest, 1998; Conway and Briner, 2005; Cullinane and 

Dundon, 2006). Rousseau (1995) recognises that there is an interplay between multiple 

agents within the organisation in shaping the employee’s perceptions and beliefs. She implies 

that employees synthesise the information they gather from those multiple sources into a 

coherent schema, known as the PC. Accordingly, the PC reduces the multiple relations that 

the employee has with different individuals to a single relationship with a collective 

personified body, which is the organisation.  

On the empirical level, Cullinane and Dundon (2006) assert that the studies discussing 

contract breach are very narrow in scope and perspective. The research in this area is said to 

neglect that most employment relations operate in capital markets and are influenced by 

deeper political and economic drivers. This takes us back to the agency problem. 

Operationally speaking, and considering that the PC represents a relationship between the 
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individual and the organisation, a breach is said to exist when the organisation (rather than 

the agents) default in delivering promises. Organisations operate and behave according to the 

rules of profitability, economics, and politics. Hence, studying PC breach should take these 

factors into consideration. Another empirical reservation relates to the dimensional structure 

of contracts. Guest (1998) points out that constructing a dimensional typology to describe the 

PC has its utility and acknowledges in particular the value of performance requirements as a 

dimension. However, there seems to be a disconnect between the concept of the PC and the 

dimensions addressed by some researchers (e.g. stability, scope, and focus). Moreover, to 

date, the vast majority of studies have focused on relational and transactional relations, while 

those addressing balanced relations are rare, and transitional relations seem to be completely 

absent from the literature. Also, the consequences of contract over-fulfilment or over-reward 

on the employment relation, in contrast to breach and violation, remain unclear (Guest, 

1998).    

Apart from the above, some researchers disagree with Rousseau (1995) regarding the 

theoretical assumptions underpinning the PC. Firstly, Meckler et al. (2003) argue that by 

discussing the PC from a social and cognitive perspective, Rousseau (1995) ignores the 

importance of unconscious processes that drive human motivation and occupational identity. 

The authors contend that unconscious needs, including affection, dependency, and 

aggression, as well as ego-ideals, are entirely absent from the PC accounts. This view 

highlights the gap that seems to exist in addressing the linkage between the PC and 

motivation, pointed out earlier in this thesis. Research published by the Tavistock Institute 

highlights the importance of unconscious dynamics in determining and analysing work 

relations. Advocating a psychoanalytical perspective towards the employee–organisation 

relationship, Diamond and Allcorn (2003, p.500) state that “group and organizational 

membership entails an intrapersonal compromise between individual demands for 

dependency and autonomy. These are dilemmas of human development rooted in the 

psychodynamics of separation and individuation”. It is argued that individuals may 

subconsciously deny reality and distort their own perceptions when experiencing breach, in 

order to avoid the feeling of anxiety resulting from the loss of equilibrium between self-

identity and group membership; as a result, they identify themselves with the aggressor 

(Diamond and Allcorn, 1987). Indeed, the PC literature shows that breach does not always 

lead to violation and an individual having the intention to leave an organisation rarely leads 

to them actually leaving. This gap between the individual’s reactions and internal experience 
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does not fit with the cognitive and logical model of the PC, and hence is likely to result from 

unconscious/counter-intuitive dynamics. 

Secondly, Coyle-Shapiro and Shore (2007) criticise the over-reliance on the norm of 

reciprocity as a functioning rule that determines the individual–organisation relationship, in 

general. They stress that the relationship may be operated by other norms, such as what they 

call communal exchange. Individuals may engage in prosocial behaviour not to return a 

favour, as the inducements–contributions model suggests, but because of their genuine 

concern for the organisation’s welfare and others. Other cultural values, such as power 

distance and obedience, may have a strong functional role in operating the relationship. The 

authors also suggest that the norm of reciprocity assumes that both parties value the 

inducements and contributions exchanged within the employment relationship. For instance, 

the PC literature assumes that organisations value OCB, while some evidence suggests that 

employers may consider it as a distraction from performing primary job tasks. Indeed, Jung et 

al. (2014) found an intercultural difference in how individuals respond to negative treatment. 

Individualists are more likely to return reciprocity violation with punishment or an equally 

negative response. Collectivists, on the other hand, may tolerate negative treatment to protect 

their relationship with the group and remain loyal.  

Finally, Cullinane and Dundon (2006) question the legitimacy of considering the PC as 

a contract when it is based on implicit and subjective beliefs. Contractual status implies a 

state of agreement rather than perceived agreement and scope for negotiation. However, the 

PC is based on the assumption that the employee’s beliefs are unspoken and remain “in the 

eye of the beholder”. This underpinning assumption is problematic, as it makes PC breach the 

norm rather than the exception. Employers are blind to the employees’ expectations, and 

therefore are deemed to renege on their promises. Following the same vein of thinking, 

“disruption” should be framed as a normal stage within the development of the employee–

organisation relation.   

Denise Rousseau responded to many of the criticisms raised against the PC, especially 

those proposed by Guest (1998) and Meckler, Drake and Levinson (2003). In fact, Rousseau 

(1998) stresses that the PC interrelates with a wide range of work phenomena, building a 

sound nomological network and defending its construct validity and conceptual coherence. 

She argues that research has shown that the emotional reactions to PC violation are much 

more intense than the reactions to unmet expectations, also supporting its conceptual 



42 
 

significance and validity. To differentiate between the construct and other constructs in the 

field, she proposes two key boundaries. Firstly, the PC exists at the level of the individual and 

differs from any implied contract that third parties or observers might interpret. Secondly, the 

individual’s beliefs concern a “set of reciprocal obligations” and, therefore, exceed mere 

expectations. She states that “although obligations are a form of expectation, not all 

expectations held by a person need to be promissory or entail a belief in mutuality or 

reciprocity” (Rousseau, 1998, p.668). Moreover, Rousseau (2003) argues that despite 

fulfilling self-esteem being viewed as a fundamental condition for psychological success 

according to ego-ideal perspectives, research shows that people with low self-esteem can be 

happy and develop as functional beings. In the same way that the lack of self-esteem does not 

necessarily lead to unhappiness, an excess level of self-esteem can transform into narcissism. 

Either way, achieving self-esteem is not the absolute defining need for the success of 

employees at work. Similarly, Rousseau (2003) expresses a general scepticism towards any 

theoretical framework that prescribes human motivation based on a limited number of needs. 

Individuals are unique and to find the employment relation worthwhile, they seek a wide 

spectrum of motivational values, as the research in the field shows.  

2.4. The Psychological Contract of Faculty Members 

Rousseau (1995) argues that PT workers may fit within any type of PC depending on 

what they seek from the employment relationship. She distinguishes PT academics from all 

other employees, stating that “PT instructors in universities can come to have moral tenure by 

virtue of their long-standing relationship, scheduled to teach same classes year after year. 

Elsewhere, PT status coincides with temporary employment that has limited involvement” 

(Rousseau, 1995, p.109). Since her book was published, the literature exploring the PC in the 

HE sector has been growing, especially in Asia and the Middle East. Perhaps this growth is 

not driven by a specific interest in understanding faculty members or academics as a group. 

Instead, this group tends to be more accessible to researchers. Therefore, many of the studies 

are framed as studies of the PC in general rather than studies of the PC of academic staff. 

Intended or not, the studies conducted in HE provide insight into three main aspects: the 

antecedents or contextual factors shaping the PC; the consequences of the PC; and the 

characteristics of the relationship. A sample of critical studies conducted in the field is 

discussed here.  
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2.4.1. Contextual Factors Shaping the Psychological Contract  

Dabos and Rousseau (2013) were interested in examining the contextual role of social 

status and informal networks in influencing how faculty members perceive their relationship 

with the institution. The researchers used semi-structured interviews followed by 

questionnaires to collect data from 96 faculty members working in one of the leading 

research universities in Latin America. The group included assistant professors, senior 

assistants, associates, senior associates, and full professors, all holding FT positions. The 

researchers were interested in looking at the degree to which academic prestige, rank, and 

being regarded as someone who colleagues go to for advice, as the main determinants of 

social status, affect the faculty’s contractual beliefs. The study showed that faculty members 

who have higher social status tend to hold more positive beliefs about the degree to which the 

institution is committed to supporting their performance, career advancement, and providing 

them with involvement opportunities. In other words, social status was found to correlate 

with beliefs regarding access to competitive resources. The study also showed that cohesion, 

or friendship, impacts the beliefs that faculty members hold about non-competitive resources 

that are available to all employees, such as job security, concern for employees’ well-being, 

and predictability about the future of the employment relationship. The results show that 

friends and even individuals with a common friend tend to have comparable or similar beliefs 

about the above factors. Overall, the study suggests that both social status and friendship 

networks shape PC beliefs. The higher the social status of the faculty member, the more 

positive their perception of their relation with their employer.  

Lam and de Campos (2015) investigated employee agency in defining the PC. The 

study looked at how young scientists working in biology, computer engineering, and physical 

sciences react to unmet expectations in three UK research universities. Data collected from 

40 academics, using semi-structured interviews, revealed that the nature of the researchers’ 

projects has a significant contextual role in determining the type of PC they experience. 

Academics who engaged in collaborative research projects shared a relational PC and 

responded to unmet career expectations by maintaining their relationship with supervisors. 

Those young academics were more likely to continue working on assigned projects and 

collaborate to resolve any contract breach. Working with superiors who offer mentorship and 

industrial guidance can be highly valued by academics, to the extent that they might trap 

themselves in employment, despite their discontent. On the other hand, academics working 

on commercial research projects reported transactional PC and responded to unmet 
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expectations by searching for alternative job opportunities. Working under a commercial 

mandate or pressure to meet business targets creates tension between the young academics 

and the supervisors they report to. Such an organisational context cultivates a higher level of 

autonomy or agency amongst academics and makes them less dependent on employers in 

making career decisions.  

Similarly, Jiang, Probst and Benson (2017) examined the impact of budget reductions 

on employee reactions to PC breach. The sample included 647 teaching faculty and 61 

departmental administrators working at a large university in the United States. The data were 

collected using an online questionnaire. Respondents represented a wide range of colleges, 

including agriculture, nursing, engineering, architecture, liberal arts, education, science, 

business, and others. In general, PC breach was found to be associated with lower levels of 

job security and job satisfaction and higher levels of family conflict and burnout. 

Interestingly, the results show that departments facing lower budget cuts experienced higher 

levels of breach and dissatisfaction. The researchers relied on social comparison theory to 

justify the findings, assuming that “the social context may provide a salient reference point 

where people derive a sense of relative standing within their environment” (Jiang, Probst and 

Benson, 2017, p.528). They argue that employees who worked in departments facing low 

budget cuts engaged in upward comparisons. This means that they compared themselves with 

those who were more fortunate than them, and hence, they were dissatisfied with their reality. 

In contrast, employees who worked in departments facing higher budget cuts engaged in 

downward comparisons, comparing themselves with those who are less fortunate. However, 

the argument presented provides an incomplete explanation of the findings. Making upward 

comparisons will make any individual feel worse than expected; however, the study does not 

justify why faculty members experiencing lower budget cuts do not engage in downward 

comparisons instead. Other factors might have played a role, such as the number of 

employees in the department or the nature of the courses they teach. Considering that this 

study was conducted in one large institution, it does not address the impact of organisational 

size on PC breach. Working in large institutions might not allow employees to be aware of 

how difficult the financial situation is in other departments.  

A doctorate thesis by Yesufu (2016) examined the impact of human resource practices 

on the formation of the PC of academics. More than 400 academic staff completed a cross-

sectional questionnaire in Canada. The sample included both FT and PT employees, working 

in education, science, and social science. The study claims that a balanced PC is more 
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prevalent amongst academic staff, although the data shows an almost equal distribution 

across relational, transactional, and balanced contracts. The study suggests that recruitment 

and selection practices, as well as training and development practices, have a significant 

impact on shaping the beliefs of relational contracts, while compensation and benefits 

practices influence balanced contract beliefs. However, the study does not lay out specific 

practices that are considered to be significant. Stating that recruitment and selection practices, 

in general, determine relational contracts has limited empirical and practical value. It is worth 

noting that the study shows that the academic discipline of the faculty member has no impact 

on his/her perception of the PC, but that the type of employment does have an effect, with PT 

and short-term employment having a significant negative impact on the development of 

relational contracts.  

More recent work in this area focuses on managerial practices as a contextual factor 

affecting the PC of academics. Sewpersad et al. (2019) conducted qualitative research using 

in-depth interviews with 15 faculty members from a university of technology in South Africa. 

The study aimed to obtain a qualitative understanding of how faculty members perceive new 

managerialism. Using thematic analysis, the study revealed that faculty members perceived 

three main sources of managerial pressure. Firstly, the faculty reported a shift in the nature of 

the employment relationship from both a legal and psychological perspective due to 

downsizing and restructuring. Secondly, self-monitoring through performance management 

systems is much more prominent, emphasising performance indicators such as research 

production, which faculty reported to be a key source of anxiety. Thirdly, the construction of 

students as clients was found to create confusion and a level of discomfort amongst 

academics. It meant changing their own professional identity from being educators to service 

providers. The researchers reported that such managerial practices had both positive and 

negative influences on the PC. On the positive side, they brought a sense of organisational 

justice, accountability, and a drive towards learning into the relationship. On the negative 

side, the faculty reported that the managerial practices created a feeling of 

deprofessionalisation, deskilling, and loss of autonomy.  

Closer to the homeland of the present study, Mousa (2020) surveyed the role of 

organisational inclusion on the PC of academics working at three business schools in Egypt. 

The data were collected from 240 respondents, including full professors, assistant professors, 

lecturers, assistant lecturers, and TAs. The operational definition of inclusion, as used in the 

questionnaire, encompasses six dimensions: appreciation of individual differences, respecting 
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the uniqueness of academics, being treated as insiders, feeling of discrimination (-ve), 

offering progression and development opportunities based on academic merit, and equality 

and tolerance in treatment. The study also measured the mediating effect of responsible 

leadership on the relation between organisational inclusion and PC. Responsible leadership 

here mainly concerns the ethical and moral conduct of the institution in decision making and 

the relationship with internal and external stakeholders. The results show that organisational 

inclusion has a more substantial influence on the variation of relational contracts than 

transactional and balanced contracts. Responsible leadership was found to have a significant 

mediating effect in the case of all three types of PC. However, it had the highest mediating 

effect on transactional contracts. The author justifies the finding by merely stating that even 

faculty who perceive their relationship with the institution to be short term and specific need 

to be respected and appreciated, as well as expect ethical treatment. However, the author does 

not explain why the mediation effect of responsible leadership was specifically higher in 

transactional contracts than the other contract types. One could say that individuals holding a 

transactional contract are less likely to perceive their institutions to be inclusive or 

responsible. Hence, any increase in the degree of inclusion and ethical leadership could have 

a more significant impact on how they perceive their relationship with the institution. On the 

other hand, individuals holding relational or balanced contracts expect a higher level of 

inclusion and ethical treatment; hence, increasing the level of inclusion within the context of 

responsible leadership will not change how they perceive the institution much.   

2.4.2. Impact on Self and Others  

In Malaysia, Abdullah et al. (2011) investigated the impact of the PC on knowledge 

sharing amongst academicians from a social capital perspective. The researchers used a 

questionnaire to collect data from 145 academics working in several public universities. The 

findings suggest that relational contracts play a role in promoting the sharing of knowledge 

between academic staff, especially when the employment relationship is characterised by 

trust in management and collaboration between colleagues. The study highlights the 

collectivistic nature of academic staff in Malaysian public universities. However, the study 

does not provide insight into how the other types of PC affect faculty’s readiness to share 

teaching and research information and resources.   

In a doctorate thesis by Bynum (2012), the effects of perceived PC breach, equity 

sensitivity, and identity salience on OCB were explored. The study included a sample of 600 

faculty members specialising in pharmaceutical studies, out of which more than half were 
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non-tenure or PT staff. Surprisingly, the results show that PC breach does not significantly 

impact OCB, regardless of whether the kind of breach is administrative or professional. The 

study shows that professional identity or the sense of identifying oneself with the profession 

has a stronger impact on extra-role performance or OCB. Considering the wide range of 

variables investigated in the study, it might be that the number of items used to measure PC 

breach was not enough or balanced. The researcher used 20 items to measure OCB compared 

to seven items to measure organisational identity and ten items to measure overall PC breach. 

In addition, the researcher adopted the Bunderson, Lofstrom and Van De Ven (2000) scale, 

which is a measure used in professional and administrative models of organising to gauge 

breach. The questionnaire items require respondents to evaluate the extent to which the 

institution underdelivered a range of predetermined expectations, which might not represent a 

breach of what the individual employee defines as the PC between him/her and the 

institution. Focusing on what the researchers describe as “professional” and “administrative” 

expectations reduces the scope of the PC to a very limited range of expectations.  

Ruokolainen et al. (2016) conducted a longitudinal study using an online questionnaire 

over three years at a Finnish university. The original sample included 1,197 employees, out 

of which 500 were successfully traced until the end of the study. Interestingly, about half of 

the sample was employed on a temporary contract, and two-thirds were academic staff. The 

researchers intended to research how PC patterns relate to vigour and job satisfaction, as 

indicators of occupational well-being and proficiency. The study results revealed six patterns 

of PC based on the dominance of employee vs. employer obligations and the nature of these 

obligations (i.e. relational vs. transactional). The study indicated that employees who felt that 

their employment relationship is characterised by a high level of obligations from their side 

and their employer’s side reported a higher level of vigour at work. The PC type had no 

impact on job satisfaction, suggesting that employees were generally happy with the kind of 

relationship they experienced. Interestingly the researchers reported a significant drop in the 

level of satisfaction between the second and third year of the study, which might be due to 

particular circumstances that the university went through during this time. The results show 

that equal exchange of obligations, or what the authors labelled as average and balanced, is 

associated with higher proficiency at work. Overall, the study suggests that the reciprocity of 

the exchange and the level of investment (i.e. obligation) in the relationship have significant 

impacts on well-being and in-role performance.  

Zein El Din and El Hessewi (2019) were interested in assessing the impact of PC 

breach on the degree to which faculty staff identified themselves with their institution (i.e. 
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person–organisation fit) and their readiness to adapt to new changes in the organisation. This 

concept is referred to as organisational agility. Data were collected from 200 nursing faculty 

members working at an Egyptian university. The study showed that the participants 

experienced a higher level of breach in terms of relational expectations in comparison to 

transactional expectations. Breaching both relational and transactional expectations was 

found to correlate negatively with organisational identification and agility. Interestingly, 

breaching transactional expectations resulted in a stronger negative correlation with both 

dimensions. The researchers reported a variation in the level of PC breach reported by 

different age groups, with younger faculty members aged between 31 and 40 years old 

experiencing the highest level of breach. It might be that younger faculty members start their 

careers with higher expectations in terms of both tangible and intangible rewards.  

Another study exploring the PC in public HE institutions was conducted by Nawaz et 

al. (2020). The study examined the impact of PC on organisational commitment based on a 

sample of 90 faculty members working at an international university in Pakistan. The 

academic positions of the faculty members ranged between lecturers, assistant professors, 

associate professors, and full professors, with about 70% of the sample being males. The 

study defined organisational commitment based on three dimensions: affective commitment, 

which represents the employee’s emotional attachment to the institution; continuance 

commitment, which represents the employee’s intention to stay in the institution as driven by 

the cost of leaving; and normative commitment, which relates to the employee’s sense of 

ethical obligation towards the institution. The results show that the perception of the PC was 

significantly associated with all three dimensions of commitment. The strongest correlation 

was found with continuance commitment, followed by normative and affective commitment, 

respectively. This finding is particularly interesting as it suggests that the psychological 

relationship that the faculty experience defines their intention to stay or leave. The findings 

also support the assumption that the PC is a product of various beliefs that the employee 

holds about the institution, emotional beliefs as well as factual beliefs.  

2.4.3. Bonds within Higher Education Institutions  

This category of research is certainly the rarest in the literature. Hrabok (2003) presents 

a study capturing the PC amongst experienced academics in Canada who have been teaching 

for 15 years or more in the college system. Twenty-four instructors participated in the 

interviews and focus group sessions phase, while 158 completed a questionnaire. The study 

provides a deep understanding of the exchange between faculty members and institutions 
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based on both quantitative and qualitative data. It shows that instructors had different views 

about who they regard as the employer, with responses ranging from the institution’s name to 

government entities, immediate supervisors, and students. The study identifies nine primary 

obligations that instructors expect from institutions, including discretion, fairness, 

recognition, pay, seniority, support, and work environment, most of which are sentimental. In 

return, instructors promise organisations effort, loyalty, intention to stay, extra-role 

performance, and communication. A key finding also suggests that the longer the faculty 

members work for an institution, the more complex and sophisticated the PC becomes. The 

study argues that the relationship between academics and institutions is impersonal or 

“faceless”. Delivering work is at the centre of the relationship, making it less than reciprocal 

for more experienced faculty members. The study suggests that the PC typology is not very 

useful for understanding the relationship between the faculty and the institution, especially 

for long-term employees.  

Shen (2010) investigated the content and nature of the PC for 280 academics working 

at a middle-ranked university in Australia. The sample included 199 FT employees and 63 PT 

employees, out of which about half were Ph.D. holders. The researcher used focus groups to 

identify the content of the PC and then validated the findings using a questionnaire. A 

questionnaire based on Rousseau’s (2000) Psychological Contract Inventory (PCI) was 

applied to measure the PC type. The results showed that the content of academics’ PC differs 

from other occupations. Academics expect higher levels of safety in the working 

environment, supporting resources, pay equity, fairness in promotion, and voice in decisions 

that affect them. On the other hand, academic staff are less likely to expect support with 

personal/family problems and a modest workload. Surprisingly, the results suggest that the 

PC of academics is more likely to be transactional than relational, noting that the inventory 

used excluded balanced contracts. Overall, the level of PC fulfilment reported by the 

participants ranged from low to medium. Faculty felt most fulfilled in receiving sufficient 

resources, autonomy, fair pay, and working in a safe environment. The least fulfilled aspects 

of the contract were: modest workload, help in gaining promotion, performance-based pay, 

research workload, and research funding.  

Peirce et al. (2012) wanted to improve pharmacy faculty members’ recruitment, 

retention, and development by investigating items leading to PC breach. The researchers used 

a Delphi Procedure as a method to conduct the study. According to this technique, a panel of 

12 experts from both private and public institutions were asked to answer questionnaires 
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anonymously in multiple rounds. In each round, the researchers modified the items of the 

questionnaire based on the responses they received from participants. The study resulted in a 

list of 27 items that pharmacy faculty value in employment. Items included basic parameters 

of the employment contract, such as teaching load, committee service expectations, annual 

salary adjustments, and expectations for scholarly productivity. The list also included less 

explicit aspects of the employment relationship, such as the freedom to select courses, level 

of collegiality, availability of formal mentoring schemes, and opportunity for consultation 

outside the institution. These factors highlight the importance of autonomy and development 

for faculty. In addition, the study revealed some factors that can be considered unique to 

faculty working in scientific fields, including laboratory space and equipment, start-up funds, 

grant-writing support, and adequacy of practice site. These items suggest that faculty expect 

the institution to “enable them” to perform scientific exploration and research.  

Marlier (2014) researched the PC of PT faculty in particular as part of a doctorate 

degree thesis. She interviewed ten participants teaching at urban proprietary institutions in the 

United States and the UK, specialising in various fields including architecture, IT, business, 

science, and mathematics. The researcher focused on the formation of the relationship 

between the PT faculty and the institutions, any changes to the relationship after formation, 

and the continuance of the relationship with the institution. The participants reported a mix of 

experiences at the outset of the relationship, depending on how established or new the 

institutions were. Established institutions offered structured orientation and formal mentoring 

and support to PT faculty, while small and new institutions did not. Opportunities for 

frequent interaction and communication with colleagues and administrators positively 

impacted how faculty members feel. Participants reported that they were initially shocked at  

students’ lack of readiness to do college-level work. Their expectations were based on their 

personal experiences as students. The study also shows that PT faculty experienced varying 

levels of support to solve problems or obtain necessary resources. Participants who received 

ongoing support and career development opportunities reported more positive relationships, 

and they were more likely to continue teaching at the same institution. As relationships 

continued, the participants reported an institutional change in focus from students and 

learning to generating money. In addition, participants generally reported that the time or 

length of the relationship with the institution did not change how the institution treated them 

in general. Factors that negatively impacted PT faculty’s PC included undefined expectations 

(i.e. the institution not having a clear job description), lack of supportive resources, lack of 
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regular communication, unpleasant interactions with staff and students, and financial 

orientation.  

Overall, several observations can be made of the reviewed literature discussing the PC 

of academic employees. Firstly, most of the studies are based on quantitative approaches, 

despite the construct’s very personal and idiosyncratic nature. The heavy reliance on 

quantitative methods leads researchers to focus on organisational contexts and outcomes and 

neglect the content and nature of the PC (i.e. influence the direction of the studies), as these 

aspects are qualitative. Secondly, most researchers who do study the nature of the contract 

utilise Rousseau’s (2000) questionnaire as a tool. Applying the same tool allows researchers 

to confirm the validity or relevance of the tool, but limits their ability to find new types of PC 

that may not have been addressed. Instead of being a tool to research a construct, 

questionnaires could override the purpose of the study and make it difficult for the researcher 

to look beyond the scales and dimensions being measured.  In addition, it prevents them from 

questioning whether the concept of typology in itself is actually useful in helping us 

understand the relationship between the individual and the organisation. In other words, does 

the label we assign to the relationship matter, given that the type of the contract does not 

define whether it is effective or “working” for the individual? All types can be equally 

effective if they are in line with the individual’s career goals and objectives from the 

employment relation. Thirdly, the limited qualitative studies in the field tend to use a case 

study design, focusing on faculty members working in the same institution. Qualitative 

studies comparing the content and nature of the PC of FT and PT faculty working at different 

institutions are scarce. Therefore, I intend in this study to fill this very gap in the literature. 

The current research aims to provide a qualitative comparison of the content and nature of the 

PC between FT and PT faculty within the Bahraini context.  

 

3. Chapter Three: Research Methodology  

The present study aims to answer the following research questions: 

1. What constitutes the content of the psychological contract as perceived by faculty 

members? 

2. What is the nature of the psychological contract from the faculty’s perspective? 

3. To what extent is the psychological contract of PT faculty different from their FT 

counterparts?  
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In this chapter, I outline the design of my study in terms of research approach, methods 

used to collect data, procedure, and participants. The chapter also discusses the ontological 

nature of the PC and my philosophical stance as a researcher, as well as providing an account 

of the ethical considerations involved in interviewing participants.  

3.1. Research Strategy  

Defining the research strategy for this study demands establishing a conceptual 

understanding of the PC’s ontology. Promises, expectations, and obligations are the building 

blocks of the PC as mentioned in Chapter 3, which in turn can be boiled down to a network of 

beliefs or, as Rousseau (1995) presents it, a schema. This is a sophisticated and intertwined 

network of beliefs acquired over time that are dynamic and gradually changing. Using a basic 

Venn diagram as a metaphor, the PC could be represented by the collection of beliefs that sit 

in the overlapping region between what we believe about ourselves and what we believe 

about the organisation (see Figure 3). 

Figure 3: The Ontology of the Psychological Contract 

 

From a philosophical perspective, Koziolek (2018) states that there are three ways to 

theorise the nature of beliefs. The first view describes beliefs as mental states or an outcome 

of the act of judgement. Philosophers holding this orthodoxy suggest that “a judgment is a 

cognitive mental act of affirming a proposition… It is an act because it involves occurrently 

presenting a proposition [as true] …  A belief, by contrast, is a mental state of representing a 

proposition as true, a cognitive attitude rather than a cognitive act” (Shah and Velleman, 

2005, p.503). On the contrary, the second view holds that belief is an act of reason, as 

Harvard’s philosopher Matthew Boyle (2009) suggests. The distinction here is in positioning 

belief as an active rather than passive condition that is self-regulated and not entirely 

externally controlled. Individuals are subject to external influence yet have significant 

discretion over their beliefs, making them responsible agents capable of defending their 
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position. Boyle (2009) argues that describing beliefs as states undermines the level of rational 

agency that people have over shaping them. Koziolek (2018) asserts that belief is neither a 

state nor an activity. Rather, it is a progressive process. In other words, to believe is not a 

static outcome or object stored in our minds, nor is it an activity that has a start and an end, 

but is a mixture of both. To believe is to engage in a process of reflection that could either 

result in change or a reaffirmation of the original position towards a situation or an object.   

It can be said that a schema is produced from amalgamating beliefs that have a common 

theme. Türen (2014, p.402) states that “the term schema refers to a dynamic, self-producing 

system that is differentiated in functioning… the schema is best thought of as a dynamic 

process whose product is emergent, never quite fixed”. This account suggests that schema has 

three important characteristics. Firstly, it is a self-regulated transformational system, meaning 

that individuals create their own schema, and as they do, the schema develops and changes 

how they perceive the world. Secondly, the constitution of schema is a process of 

assimilation and differentiation. In other words, individuals keep adding to the network of 

beliefs, creating a distinctive scheme of thoughts different from other schemes. For example, 

we can create a complete scheme of thoughts and beliefs about a car, like a Ferrari, that is 

very different from other cars in terms of speed, luxury, appearance, and driving experience. 

Thirdly, the development of schema is inevitable and necessary for individuals to function in 

their social context. Despite the emphasis on internalisation and self-regulation, schema can 

still be influenced by human interaction with others. A schema is socially constructed and 

even transmitted from one generation to another. In his article, “Modes of being and forms of 

prediction”, Descola (2014) acknowledges that people’s construction of the world, which he 

calls “worlding”, is rooted in their awareness of two planes of functioning: the material plane, 

encompassing the outside world, and the mental plane, encompassing the interior experience 

or representation of the world. Indeed, Descola (2014, pp.277–278) articulates the ontology 

of social experiences very elegantly as follows:  

There can be no multiple worlds, in the sense of tightly sealed containers of 

human experience with their own specific properties and physical laws, 

because it is highly probable that the potential qualities and relations afforded 

to human cognition and enactment are uniformly distributed. But once the 

worlding process has been achieved, once some of these qualities and 

relations have been detected and systematised, the result is not a worldview, 

that is, one version amongst others of the same transcendental reality; the 
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result is a world in its own right, a system of incompletely actualised 

properties, saturated with meaning and replete with agency, but partially 

overlapping with other similar configurations that have been differently 

actualised and instituted by different actants.  

Studying the PC from this ontological standpoint means that, as a researcher, I 

acknowledge that reality and truth do exist in their own right; however, I can only have 

access to the internal representation of that reality as held by faculty members at a particular 

point in time of their relationship with the organisation. In other words, I will be approaching 

the study from a “critical realist” stance. According to this stance, knowledge is a social 

product independent from the world and both knowledge and the world are continuously 

changing (Bhaskar, 1975). Science is seen as an ongoing social activity that does not stop at 

the end of a particular discovery or revelation. Critical realism transcends positivism, which 

claims that knowledge is restricted to measurable and observable facts, and constructivism, 

which claims that knowledge is a mere superficial construct that only exists in human minds. 

Based on Haig and Evers’s (2016) discussion of the realist inquiry in social science, this 

study views the participants as active and resourceful agents who can reproduce knowledge 

and participate in constructing their social reality. Evidence or data gathered from 

participants will be viewed as intuitive interpretations of the social experience. Findings will 

be considered as the “possible truth” rather than the “absolute truth”. The data analysis aims 

to induce fallible theories of reality and deduce explanations to pave the way for future 

research and exploration.  

This study advocates the use of a qualitative research approach for analysing the PC of 

faculty members. Haig and Evers (2016, p.16) claim that critical realist research “places 

maximum value on the close study of individual social agents over time, and the use of 

qualitative methods such as ethnography, case study methods, and ground theory method to 

obtain richly informative understanding of their social endeavours”. Critical realist 

researchers attempt, most of the time, to study “real” life problems in their natural setting. 

Indeed, building a meaningful understanding of a multifaceted construct like the PC in a 

controlled environment is very difficult. Scott (2005) explains that applying quantitative 

research methods requires manipulating independent variables and excluding extraneous 

variables, which is not possible in the real world. Social phenomena operate in open systems, 

where variables do not stay constant, relationships are not linear, and external conditions play 

an integral part in our understanding of the problem in hand. Qualitative methods help us dive 
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into the emotions, attitudes, values, beliefs, and perceptions underlying the PC with an open 

mindset. Naturally, the disadvantage of using a qualitative approach is that it is much more 

time-consuming and, hence, limits the number of participants and institutions covered within 

the scope of the study. Qualitative research is also much more prone to researchers’ biases, 

such as selectivity and misinterpretation, which will be discussed in the ethical considerations 

section of this chapter. Despite the technological enhancements available nowadays, the 

analysis of qualitative data cannot be completely automated. It requires the researcher to 

practice inductive, abstract, and conceptual thinking, which are fluid and creative processes 

that are hard to prescribe in a manual or guidebook.  

Maxwell (2005) argues that quantitative studies help discover variance and regularities, 

while qualitative studies help find underlying processes and mechanisms. Qualitative studies 

serve several goals, including: generating theories that are comprehendible by the general 

population and not only researchers; offering practical solutions to improve practices; 

attributing events and situations from the participants’ perspectives; understanding the 

contexts and situations that participants live in; and synthesising events, situations, and 

phenomena to generate grounded theories. Theory plays a different role in qualitative 

research from that in quantitative research, where it is mainly used to test hypotheses. 

Rousseau’s conceptual framework is deployed here to build a loose structure of what to look 

for and to make sense of the findings (i.e. sense-making referent). In other words, the concept 

will be used as an “analytical lens” to understand data better and not as a “yardstick” to 

validate assumptions.  

3.2. Design  

This study intends to capture the perceptions of multiple participants working at 

different institutions to analyse and interpret their beliefs about their existing employment 

relationship. Thus, a survey research design was chosen. The term survey refers here to a 

design model and not a data collection tool (i.e. questionnaire). According to Cohen et al. 

(2011, pp.256–257), “surveys gather data at a particular point in time with the intention of 

describing the nature of the existing conditions… surveys are useful for gathering factual 

information, data on attitudes, and preferences, beliefs and predictions, opinions, behaviour 

and experiences – both past and present”.  

Survey design can be used to achieve various research objectives. Surveys provide 

descriptive data to portray the characteristics of the field and deepen the researcher’s 
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understanding of a particular issue or construct. They are also helpful for gathering inferential 

and explanatory information to make connections and deduce relations between more than 

one variable or construct. They allow patterns to be determined and facilitate the 

identification of themes. Surveys are suitable for exploratory studies, in which no hypotheses 

or pre-assumptions are postulated, as well as confirmatory studies, in which hypotheses are 

tested. They help in developing a baseline or anchor for future comparisons. Surveys are most 

valuable for studying constructs that are not observable, where the researcher needs to rely on 

the participants’ articulation of internal states or attitudes, such as in the case of the PC. In 

relation to ensuring reliability, replication, and validity, surveys can be very promising. 

Following the same procedure and questions with all participants increases the comparability 

of responses. Surveys allow other researchers to replicate the study and assess the external 

validity or generalisability of the findings.  

However, like all other research design models, surveys have their drawbacks (Cohen, 

et al., 2011). Selecting a representative sample is the biggest challenge when it comes to 

ensuring the validity of the inferences derived from the study. The targeted population in the 

current study is all faculty members working in Bahraini HE; hence, the sample needed to 

include both male and female faculty members from public and private institutions. The 

sample should also represent faculty who work in different fields such as humanities, social 

sciences, and hard sciences. The sample size is a particular challenge in qualitative research. 

The general guideline is to collect data until reaching the state of “theoretical saturation”, 

where no new codes or insights emerge (Bryman, 2012). The concept of theoretical saturation 

seems a mythical one, since new conversations will always lead to new codes unless the 

sample size is as large as that used in quantitative studies. Some estimate the appropriate 

sample size to be about 50 participants (e.g. Van Rijnsoever, 2017), while others believe that 

sample size in qualitative research is a highly debatable issue and cannot be specified (e.g. 

Blaikie, 2018). Considering that this study was conducted as part of a doctorate thesis, the 

time frame and human resources available limit the number of participants that can be 

interviewed, and therefore the resulting sample size in the current study is not ideal. This 

shortcoming was mitigated by extending the length of each interview (exceeding 30 minutes) 

to acquire deep and rich data. The ontological standpoint of the current study makes the 

sample size less of an issue. Critical realist researchers acknowledge that the scope of any 

research can only shed light on part of the truth because our knowledge is always evolving.   
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In addition to sampling, developing an operational definition of the variables under 

study is another challenge in survey research design. It is important to emphasise that the 

purpose of the study is to analyse and understand the content and nature of the PC. The study 

does not aim to measure the PC as such. Inspired by Rousseau (1995), the content of the PC 

is defined as the items constituting the terms of the exchange between the employee and 

employer. It is represented by “what the faculty member expects from the institution and 

feels obliged to offer in return”. The nature of the PC is defined as the characteristics of the 

exchange as perceived by the faculty members. It is represented by “how the faculty member 

describes his/her relationship with the institution”. Characteristics may include the time 

frame, reciprocity, fairness, depth, or affectability of the relationship. The third hurdle is 

minimising distortion and bias in the information gathering, intentional or unintentional. 

Participants might attempt to save face or avoid embarrassment. They might lack self-

awareness, lose focus, fail to remember relevant information, or misunderstand questions. 

Participants who have just undergone a contract breach or, on the contrary, have had a very 

positive experience with their employer, will have stronger views and feelings than others. 

The recency of the experience can distort participants’ recollection of events and cloud 

typical exchanges with the institution. Therefore, the researcher needs to detect whether the 

participants have gone through such exceptional experiences recently. Finally, a low response 

rate is a typical challenge in survey design. Some individuals might refuse to participate 

because they are uncomfortable discussing the research topic and fear exposing themselves or 

their employers to criticism. Others might simply not have enough time to participate in the 

study.  

In the current study, a survey design was preferred over other models, including case 

studies and ethnography. Bryman (2012) suggests that case study design entails intensive 

investigation of a particular case, such as a community, institution, or person, by gathering 

information from multiple sources and using various methods. Case studies may involve 

reviewing documents, interviewing individuals, observation, and focus group discussions. 

Case studies are closely associated with qualitative research design. They are most useful 

when the researcher is interested in illustrating the unique features of a particular case, known 

as the idiographic approach, or when trying to compare and contrast two opposite cases. 

Therefore, a case study design is less relevant for the current study, where the intention is to 

make broad generalisations about Bahrain’s HE sector. On the other hand, ethnography 

requires the researcher to immerse him/herself in the context of the study by observing 
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participants and/or engaging in authentic experiences with them. This research design was 

rejected because the PC is developed over a long period of time and is a product of multiple 

interactions between the employee and the institution. Ethnographic observations would only 

allow the researcher to obtain a very narrow view of the relationship. Plus, the study aimed to 

capture the PC from the faculty members’ perspective and not from an external observer’s 

perspective. Researchers could lose partiality and objectivity after spending an extended 

period of time at the institution; they start to form their own opinions about the content and 

nature of the employment relation. Warren (2012, p.85) explain that “researchers often 

choose qualitative interviews over ethnographic methods when their topics of interest do not 

centre on particular settings but their concern is with establishing common patterns or themes 

between particular types of respondents”. The workplace in this study is not the centre of the 

research, but rather the faculty’s perception of the workplace.  

3.3. Methods of Collecting Data  

Conway and Briner (2005) reviewed 56 empirical studies to evaluate how the PC is 

researched at work. They found that 70% of the studies used cross-sectional questionnaire 

surveys, 20% used longitudinal questionnaire surveys, and 10% only used qualitative data 

collected from interviews. Most of the studies consist of large samples, exceeding 200 

employees, and are based on self-report questionnaires. Typically, the studies aim to measure 

the relationship between the PC and other variables, such as work outcomes, using multiple 

regression and correlation. The content of the PC is usually measured based on a list of items 

describing possible promises exchanged between the employee and the organisation, and the 

participants would rate each item on a scale to express the degree to which the employer 

made that promise. Using this method to collect data allows the researcher to cover a wide 

range of components comprising the contract that the employee might miss or forget. 

However, the list of items may not include aspects of the relationship that are important to the 

employee and could seem arbitrary. Giving an aggregate score for items based on the average 

ratings gathered from the sample oversimplifies how important each item is to employees 

(not all components are equally important) and how employees evaluate the PC as human 

beings. Individuals evaluate the content and satisfaction of the PC in much more complicated 

ways than using simple arithmetical calculations and do not always operate logically. It is 

also noted that such studies treat contract fulfilment and breach as dichotomous, or opposites 

of the same scale. Not many studies represent contract fulfilment and contract breach as two 

separate variables, allowing employees to represent a state of being satisfied, despite breach.  
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Moreover, self-report questionnaires are problematic in several ways (Bryman, 2012). 

The participant might not understand some of the questionnaire items and cannot ask for 

clarification. Most questionnaires rely on multiple-choice-questions or Likert-type scales, 

which are easier to distort in comparison to open-ended questions. Participants might not take 

the questionnaire seriously and provide random answers to get it out of the way. They are 

also subject to acquiescence (saying yes/agreeing to all questions) and/or fixation on a 

particular end of a Likert-type scale (e.g. choosing ‘3’ for all items). At the same time, most 

people do not like to write long responses when asked open-ended questions. In general, self-

report questionnaires have a greater risk of missing data and are more prone to a low response 

rate.  

Conway and Briner (2005, p.97) state that “using in-depth interviews produces data of 

idiosyncratic experiences and interpretations of the psychological contract, grounded in the 

language of employees and organizational context”. The interview method is most consistent 

with the nature of the PC, which is highly individualised and subjective. It also allows 

individuals to describe the content and nature of the PC based on their personal experience 

without limiting them to prescribed options or directing their views. Interviews represent an 

exchange of opinions between the participant and the interviewer, acknowledging the 

importance of dialogue in building understanding and knowledge (Brinkmann, 2012). 

Participants can elaborate as needed, and the interviewer can ask for clarifications and further 

examples. However, interviews are time-consuming and do not allow researchers to test 

causal relationships. One of the other problems associated with conducting interviews is that 

meanings may be misinterpreted by the interviewer and/or the participant. Even with a strict 

procedure and a written script, it is impossible to standardise the process entirely, as the 

chemistry or social distance (i.e. the human interaction) will vary from one interview to 

another (Cohen, et al., 2011).  

It is important to note that the early research on the PC was based on interviewing 

participants because formulating questionnaire items usually requires a thematic 

understanding of the field. Considering that no other studies examining the PC have been 

conducted in Bahrain, starting with qualitative research using a semi-structured interview 

seems like a logical and reasonable step to take. According to Cohen et al. (2011), semi-

structured interviews follow an interview guide approach, where the interviewer defines the 

topics and sequence of the discussion in advance while remaining flexible in using probing 

and/or follow-up questions. The guide ensures that the conversation stays focused. However, 
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it does not restrict the researcher from asking further questions as needed and developing new 

insights when the participant mentions information that instigates new lines of enquiry. Semi-

structured interviews allow for adjusting questions to make them easier to understand and 

close gaps in data. They are reasonably conversational, which helps in building rapport and 

trust. However, this flexibility in working with the interview questions and “going with the 

flow” of the conversation could reduce the comparability of responses.  

In the current study, the interview questions were derived from the main themes that 

emerged from the literature review, including descriptions of obligations vs. expectations, 

sources of information, reciprocity, breach and impact on career and life. Most questions are 

open-ended; however, some of the participants preferred to respond to the question 

addressing the fairness and reciprocity of the relationship using a scale from 1 to 5. 

Participants were asked to identify “who they feel their employer is” and to use three words 

to describe the institution to explore the validity of the anthropomorphic identity claim 

suggested in the literature. The interview guide and questions can be found in Appendix 1.  

3.4. Ethical Considerations  

The study was conducted according to the Ethical Guidelines for Educational Research 

set by the British Educational Research Association (BERA, 2018) and approved by the 

research supervisor, in line with the University of Bath procedure for ethical approval (see 

Appendix 2). The data collection was based on the principles of consent, anonymity, 

confidentiality, and no-harm. Participation was completely voluntary and was established 

based on approaching individuals directly without going through their employers. Faculty 

members were invited to participate by e-mail or “WhatsApp” and signed a form upon their 

acceptance indicating their informed consent (see Appendix 3). Participants were given the 

right to withdraw at any stage of the study, during or after the data collection. The names of 

the participants were not disclosed to any third party. All interviews were conducted on a 

one-to-one basis online, using Microsoft Teams, due to the health and safety restrictions 

resulting from the COVID-19 pandemic, except for one that was conducted face to face at the 

participant’s request. Meetings were recorded with the consent of the participants and the 

recordings were stored securely in accordance with the Data Protection Act (2018). 

Participants were informed that the data were being collected for the purpose of writing a 

doctorate thesis with the possibility of publishing the results in academic journals in the 

future. They were assured that their identities, and the identities of the institutions they work 
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for, will remain anonymous. Such assurance helps gather rich data without the participants 

worrying about harming the reputation of their workplace or the people they work with. 

However, some of the faculty members who were approached (mainly from private 

institutions) rejected participation, extending the data-gathering phase to about eight weeks. 

The audio recordings were transcribed by a transcription agency licenced by the 

General Data Protection Regulation (GDPR), except for one of the interviews, which was 

translated and transcribed by the researcher. Participants were informed about this and 

provided their consent before the interview recordings commenced. The agency provides a 

highly secure encrypted file transfer system for security and confidentiality. All audio files 

were uploaded on a secure server which only the agency can access using a unique username 

and password. Transcripts were also returned through the same server (see Appendix 4).  

Power imbalance was not much of an issue in this research, since the interviewer was 

either viewed as a student in pursuit of a qualification, by participants holding a PhD, or as an 

equal colleague, by those who do not hold a PhD. In HE, power is defined by academic rank 

and publications, meaning that the interviewer was not much of an authority figure. Given the 

administrative position that I hold within my institution, as a member of the management 

team and a direct report to the university president, faculty members working with me at the 

same institution were excluded. To ensure objectivity and impartiality as a researcher, I also 

did not interview colleagues from my previous employer, an institution that I worked with for 

about ten years. According to Seidman (2013), researchers should strive to act as “worthy 

witnesses” of the participants when conducting interviews. Researchers must not forget that 

participants are humans and that the conversation could have a long-lasting impact on their 

lives. Exploring the PC of participants could make them overthink their job and even career. 

Hence, remaining respectful and sensitive to the reality of each participant, and refraining 

from sounding judgemental or providing advice, was challenging yet crucial. Distancing 

myself while showing interest and curiosity was the biggest ethical challenge in gathering the 

data.  

3.5. Participants  

The sampling approach used to collect data for the study is known as purposive 

sampling. According to Silverman (2020, p.63), “purposive sampling allows us to choose a 

case because it illustrates some features or process in which we are interested… (it) demands 

that we think critically about the parameters of the population we are interested in and choose 
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our sample case carefully on this basis”. In other words, the participants and sites are selected 

to serve the purpose of answering the research questions. Creswell (2007) claims that 

purposive sampling in qualitative inquiries should be conducted at the site, process, or 

participant level. Considering the research questions of this study, the selected sample was 

supposed to present a snapshot of the Bahraini HE sector. It was intended to present 

information on both public and private institutions and allow a comparison between FT and 

PT faculty. It was important to ensure that the sample represented both male and female 

faculty members who work in the sector, coming from as many academic disciplines as 

possible. Therefore, the study adopted a “stratified purposeful” sampling strategy (Creswell, 

2007). This strategy allows researchers to capture variations as well as similarities between 

groups. Table 3 below illustrates the distribution of the participants based on the sampling 

strata.  

Table 3: The Stratified Distribution of Participants 

Site Level 
Participants Level 

FT PT Total 

2 Public 1 Male and 1 Female  2 Males and 1 Female  5 

3 Private 1 Male and 2 Females 1 Male and 1 Female  5 

Total 5 5 10 

 

At the site level, the sample represented five institutions of HE (one polytechnic and 

four universities). Participants were recruited through a personal network of colleagues, 

targeting specific institutions and aiming to balance data representation. As stated earlier in 

the introduction chapter, there are only two public institutions in Bahrain. Naturally, both 

institutions were included in the sample. However, because one of them relies solely on FT 

staff and is proportionately smaller in size in terms of number of students and staff, only one 

faculty member was interviewed from the smaller public institution and four participants 

were interviewed from the bigger public institution to compensate for the shortage in PT 

faculty. It is also worth noting here that the latter institution is the biggest by far in the 

country and employs the highest number of academic staff. Out of the 13 private universities 

operating in Bahrain, three were represented in the sample. The universities were selected 

based on size and years of operation. The three universities were established more than 15 

years ago, and hence have established organisational norms and practices.  
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As Table 4 shows, ten faculty members were interviewed, five of whom were males 

and five were females, balancing the gender of participants. Similarly, the employment 

contract type was balanced, with five of the participants officially working on a FT basis and 

the other five working on a PT basis at the time of the data collection. The academic 

specialisation of the participants included: Architecture, Business, Computer Science, 

Education, Engineering, Finance, Interior Design, and IT. Five participants were master’s 

degree holders, three were PhD holders, one was a PhD student, and one held a bachelor’s 

degree. Six of the participants were Bahraini nationals, two were Saudi, one was Indian, and 

one was Iraqi. The total teaching experience of the participants ranged from three years to 40 

years, with an average of 13 years (FT average: 12 years; PT average: 14 years). The 

participants’ tenure at their current employer ranged from a year and a half to 13 years, with 

an average of five years (FT average: 6.5 years; PT average: 3 years). Interestingly, three of 

the PT faculty have previously worked for the same employer as FT faculty, and one of the 

FT faculty has previously worked at the same institution as a part-timer. Eight out of the ten 

participants were either self-employed or worked for other employers before. Still, seven of 

them had never taught at a different university.  

The recorded conversations ranged from 32 minutes to 58 minutes with an average 

length of approximately 45 minutes and a total of seven and a half hours of audio recordings. 

It is worth noting here that all interviews were done online and in English except one, which 

was done face to face and in Arabic at the participant’s request. The interview was translated 

by the interviewer and transcribed in English. Besides the ethical consideration of conducting 

the interview face to face to make the participant comfortable, the data collected from the 

interview was not disregarded because the participant represented a unique group of PT 

faculty that would have otherwise been ignored. This is the group of academics who teach a 

full workload, hold a permanent office on campus, and perform all the responsibilities of FT 

staff, but are employed on a PT basis due to reaching a certain age.  

3.6. Data Analysis  

The transcribed data were analysed using thematic analysis, based on the procedure 

outlined by Braun and Clarke (2006). Thematic analysis is a method that relies on making 

connections and finding patterns in the full data set to extract meanings that help to answer 

research questions. It differs from content analysis, which relies on establishing categories 

and then counting the number of times each appear in the text (Silverman, 2020). Content 
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analysis provides a shallow/surface-level representation of the story that qualitative data is 

supposed to tell about participants. It also tends to be very quantitative in nature. The 

frequency and size of data associated with a particular concept are not necessarily relevant in 

thematic analysis. The researcher actively constructs themes as a result of connecting coded 

data that share a semantic meaning or underlying/implicit characteristic. There are no rigid or 

fixed rules about how frequently a particular pattern needs to appear to consider it a theme. 

The researcher is required to interact with and interpret the data to identify these themes. The 

integrity of the process resides in the gathering of evidence to support the researcher’s 

judgement, which should be clearly reported to the reader. To those familiar with quantitative 

terms and methods, conceptually, thematic analysis is similar to the statistical process of 

“factor analysis”, where a large number of variables are reduced to a smaller number of 

factors based on correlation and variance. The main difference is that the tool used to conduct 

the analysis is the researcher, making the process much more time-consuming and subject to 

human error and bias. Therefore, following a step-by-step process is crucial.  

This method is similar to ground theory, which is probably the most cited and popular 

method for analysing qualitative data yet is not exactly the same. According to Charmaz and 

Bryant (2007), in ground theory the purpose of the research is to induce theory from data 

rather than describe or apply existing theories. As Braun and Clarke (2006) explain, thematic 

analysis is more flexible, as it can be done inductively, where themes emerge from the data, 

or deductively, as our knowledge of theoretical concepts can help identify and construct 

themes. The same techniques and skills are required to conduct the analysis. However, 

ground theory assumes a pure ground-up analysis of data for the purpose of constructing a 

“theory”. The primary purpose behind conducting thematic analysis, on the other hand, is to 

find meaning using data. In fact, Braun and Clarke (2006, p.84) argue that “researchers 

cannot free themselves of their theoretical and epistemological commitments, and data are 

not coded in an epistemological vacuum. In contrast, theoretical thematic analysis would tend 

to be driven by the researcher’s theoretical or analytic interest in the area, and is thus more 

explicitly analyst-driven”. Within the scope of this particular thesis, I cannot claim a pure 

inductive analysis of data, as Rousseau’s (1995) conception of the PC is used as a lens to 

guide my research. It shaped my interview questions and most likely also my interpretation of 

participants’ responses.  

Based on Braun and Clarke’s (2006) procedure, data were analysed using the following 

six steps: 
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I. Familiarising myself with the data by listening to the recordings more than once 

and going over the interview transcripts multiple times.  

I started by combining all the transcripts obtained from FT faculty in one file and those 

obtained from PT faculty in a different file. This helped to focus my analysis and manage the 

data more effectively, considering that each interview resulted in a transcript of about 10–12 

pages.  

II. Generating initial codes by reading and rereading the transcripts, five at a time 

(i.e. the PT transcripts separate from the FT transcripts).  

I reviewed the PT transcripts first and noticed that different faculty members raised 

certain issues or topics. I used those topics as labels in the Word document and collated data 

relating to each code under that label by cutting and pasting text. For example, one of the 

topics that all faculty members mentioned was the tasks pertaining to QA and accreditation of 

courses/programmes. I added QA and Accreditation as a sub-heading in my Word document 

and listed statements/quotes used by the participants under the sub-heading, while keeping an 

indication of the participant who I obtained the quote from (e.g. R1 referred to participant 

number 1, R2 referred to participant number 2). This enabled me to return to the full 

interview transcript if I needed to understand the context of a particular quote later on, after 

categorising the data gathered from multiple participants under each label (see Appendix 5).  

It is important to note that data related to a particular code were collated together, 

regardless of the faculty’s attitude or feeling towards the topic, whether positive or negative. 

It was also important to be consistent in how the data were categorised. In other words, 

similar statements relating to different faculty members were coded under the same label. 

After categorising the data in the Word document, I printed the file and double-checked the 

placement of evidence/quotes to ensure consistency in applying the codes. For example, I 

found that some of the quotes relating to “Equality and Justice” were placed under 

“Bureaucracy and Hierarchal Structures”. Therefore, I had to go back and forth multiple 

times. I repeated the same process and coded the data gathered from FT faculty members. 

Some of the initial codes I found in the PT data set emerged again, while new ones were also 

found (see Appendix 6).  
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Table 4: Descriptive Specifications of the Participants 

Participant 

No 

Type of 

Institution 

Gender PT/ 

FT 

Qualification 

Level  

Specialisation  Nationality Teaching 

Experience in 

Total 

Tenure Length of 

Interview in 

Minutes 

1 Private  Female  FT PhD (Student) Business Bahraini 8 7 58 

2 Private  Male PT Masters Finance Bahraini 7 7 47 

3 Private  Male FT PhD Engineering  Iraqi 32 6 37 

4 Public Male FT BSc IT Bahraini 4.5 4.5 33 

5 Public Male PT Masters Architecture Bahraini 6 1.5 48 

6 Public Female  FT PhD Interior Design Bahraini 13 13 40 

7 Private  Female  PT Masters Computer Science Indian 15 2 46 

8 Private  Female  FT Masters Business Bahraini 4 2 32 

9 Public Female  PT PhD Education  Saudi 40 3 50 

10 Public Male PT Masters Architecture Saudi 3 3 56 
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III. Generating themes by reviewing the long list of codes and refocusing them under 

broader or higher-level umbrellas or categories.  

In order to facilitate this process, I listed all the 47 codes that resulted from the second 

phase of the analysis in a table under one of the three headings: obligations, expectations, and 

nature of the contract. These headings helped me retain the context of my findings. For 

example, the codes “Choice” and “Flexibility” might seem very similar to each other and 

could potentially be merged. However, “Flexibility” emerged as part of the faculty’s 

expectations, while “Choice” related to the nature of the employment contract, whether 

voluntary or imposed upon them. Understanding the context of each code helped in 

constructing a more meaningful representation of the findings. Codes sharing a semantic or 

latent meaning under the same heading (i.e. obligations, expectations, and nature of the 

contract) were grouped together. For example, “Research”, “Curriculum Development”, 

“Committee Membership”, and “Organisational Interaction” were grouped under the theme 

“Obligations towards the Institution”. On the other hand, “Need for Growth and 

Development”, “Industry Engagement”, “Support for Research”, and “Administrative 

Support” were grouped under the theme “Enabling Factors” based on the underlying purpose 

they serve to the participants.  

IV. Reviewing themes to develop a thematic map.  

Here I had to make important decisions about whether a particular code was evident 

and prevalent enough to be considered a theme on its own or not. For example, “Need for 

Empowerment” was a code that emerged in all interviews, and I had to decide whether it was 

big enough to become a theme. However, despite the frequency or prevalence of the concept, 

I did not have enough data to break it down into smaller codes. On the other hand, initially, I 

had “QA and Accreditation” as a code, but after reading and rereading the transcripts, I broke 

it down to “Productivity and Administrative Orientation” and “Performativity” under a 

broader label named “Neoliberal Influences”. By doing so, I dismissed the face value of “QA 

and Accreditation” as a standard task that faculty perform to highlight a more salient issue. 

For a theme to be valid, it should be big enough to capture two codes or more. It should also 

be distinct enough to reflect a dimension of the story that is not embedded in other themes. In 

other words, while codes within the same theme should connect and perhaps even overlap, 

different themes should stand on their own and have minimal overlap to justify their 

existence.  



68 
 

V. Defining the meaning of each theme and refining their names.  

Based on the multiple analyses of the data and the thematic plan generated, I 

consolidated the two separate documents to arrange the data collected from FT and PT 

faculty and match extracts with the overarching themes (see Appendix 7). Refining themes 

requires conducting two levels of comparisons. First at the codes level, to check the internal 

homogeneity of the data within the same theme. This is done by checking if the data extracts 

and codes within the same theme are coherent enough to share the same umbrella. The 

second level of comparison requires checking the external homogeneity of the themes with 

the full data set. This is done by questioning the degree to which the generated thematic map 

provides meaningful answers to the research questions and whether there are aspects of the 

story that the themes dismiss. At this stage, I realised that my themes could be grouped under 

larger themes. In other words, my data contained sub-themes, which once linked together 

reflect more profound aspects of the relationship between the faculty members and HE 

institutions, especially in relation to the nature of the PC. This phase resulted in six themes 

and 15 sub-themes. After finalising the thematic map, I mapped participants against themes 

and sub-themes to ensure that my findings represented the full sample and not just a group of 

the participants. This step was not part of the original procedure, but it is a validation check 

recommended by Silverman (2020).  

VI. Writing the report.  

The following chapter will describe the results and findings generated from the 

thematic analysis process conducted.  

 

4. Chapter Four: Findings and Results 

The thematic analysis described in the previous chapter was used to link the data 

gathered from the ten interviews to form a coherent story. This chapter will deploy the 

thematic map that resulted from the analysis process to report the findings related to each of 

the three research questions. Table 5 illustrates the six themes, 15 sub-themes, and 47 codes 

constituting the thematic map, which will be described in more detail below. The table also 

indicates the participants who provided data supporting each of the sub-themes.   
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Table 5: Thematic Map 

Themes Sub-theme Codes Participants 

O
b

li
g

at
io

n
s 

 

Obligations towards 

the Student 

1. Preparation and Delivery 

2. Assessment and Feedback 

3. Student Support 

1, 2, 3, 4, 5, 6, 

7, 8, 10 

Obligations towards 

the Institution 

4. Research 

5. Curriculum Development 

6. Committee Membership 

7. Organisational Interaction 

1, 2, 3, 4, 6, 7, 

8, 9, 10 

Neoliberal Influences  

8. Productivity and Administrative 

Orientation  

9. Performativity  

1, 2, 3, 5, 6, 7, 

8, 9, 10 

T
an

g
ib

le
 

E
x

p
ec

ta
ti

o
n

s Hygiene Factors  

10. Pay 

11. Reasonable Teaching Load 

12. Equipment and Resources  

1, 2, 3, 4, 5, 6, 

7, 8, 10  

Enabling Factors 

13. Need for Growth and Development 

14. Industry Engagement 

15. Support for Research 

16. Administrative Support 

1, 2, 3, 4, 5, 6, 

7, 10 

In
ta

n
g

ib
le

 E
x

p
ec

ta
ti

o
n

s Acknowledgement  

17. Need for Respect and Appreciation 

18. Need for Empowerment 

19. Performance and Feedback 

20. Expression of Academic/Professional 

Opinion 

1, 2, 3, 4, 5, 6, 

7, 8, 9, 10 

Working Culture  

21. Healthy Working Relations 

22. Need for Transparency and Information 

23. Need for Strategic Involvement and 

Direction 

24. Equality and Justice 

1, 2, 3, 4, 5, 6, 

7, 9, 10 

Job Design  

25. Flexibility 

26. Work–life Balance 

27. Job Security 

1, 4, 6, 5, 7, 8, 

9, 10  

E
m

o
ti

o
n

al
 

D
is

so
n

an
ce

 

Positive Feelings  

28. Passion and Pride 

29. Choice 

30. Autonomy inside the Classroom   

31. Sense of Content   

32. Self-fulfilment and Internal Drive 

1, 2, 4, 5, 6, 7, 

8, 9, 10  

Negative Feelings  

33. Frustration 

34. Uncertainty 

35. Lack of Reciprocity  

1, 3, 4, 6, 7, 8, 

9, 10 

P
o

w
er

 T
en

si
o

n
 Salient Players 

36. The Student 

37. The Department Head/Line Manager  

38. Top Management   

1, 2, 3, 4, 5, 6, 

7, 8, 9, 10  

Downward 

Communications  

39. Documents, Policies, and Procedures  

40. Bureaucracy and Hierarchal Structures  

41. Superficial Institutional Dialogue 

1, 2, 3, 4, 5, 6, 

8, 9, 10 

Business 

Circumstances  

42. Disruption – Covid-19 

43. Financial Health of Institutions 

1, 2, 3, 4, 5, 8, 

9 

C
o

n
fl

ic
ti

n
g

 

W
o

rk
 E

th
ic

s Ideal Employees  
44. Attachment and Loyalty to the Institution 

45. Organisational Citizenship Behaviour 

2, 4, 5, 6, 7, 8, 

9,10 

Gossip  
46. Office Politics  

47. Social Comparisons  

1, 2, 5, 6, 7, 8, 

9, 10 
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4.1. What Constitutes the Content of the Psychological Contract as Perceived by Faculty 

Members? 

4.1.1. Obligations:  

This theme captures faculty’s perceptions about what constitutes their contribution to the 

employment relationship. The theme reflects three main types of obligations: obligations to 

students, institutions, and those driven by regulators. 

Faculty members reported a wide range of tasks representing their contribution to the 

employment relationship. These tasks included roles and responsibilities that they perform for 

the student, such as preparation of course materials; using a variety of teaching methods to 

transfer knowledge; preparation of assessment tasks; grading exam papers and assignments; 

providing constructive feedback; monitoring students’ progression, and performance; 

academic advising; exposing students to the latest practices in the industry; and responding to 

questions and inquiries. Faculty members also described the roles and responsibilities that 

they perform for the institution. These include tasks associated with research and publication, 

curriculum development, committee membership, and participation in activities and events 

organised by the institution. In addition, faculty members reported significant involvement in 

QA and accreditation activities that are driven by the regulatory framework within which HE 

institutions operate, highlighting the influences of neoliberalism not only on the sector but 

also on the routines of faculty members. Describing this change in the nature of the faculty 

members role, participant no. 5 stated:  

“You see, it’s a totally different system than it was back then in 2005. The 

university did not have as much obligations as they do now.  Before, it was 

a lot easier; it was just teach your course, put the grading, put it on the 

system, thats it, the course is over.  We did not have course reports and all 

of these things that we had to prepare.  Now, because of the department 

having the quality assurance, the NAB and the certifications and so on, there 

are a lot of requirements that need to be fulfilled every semester.”  

All faculty members (FT and PT) reported participation in programme or course 

reviews to some level. The collection of evidence to support the “performativity” of 

programmes and institutions is paramount. Faculty members indicated that they spend a 

significant amount of their time on moderation and validation, writing reports about the 

effectiveness of courses, compiling evidence of feedback to students, and preparing course 
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portfolios according to particular templates. While there is explicit agreement in how the 

focus on performativity changed the nature of the job and the operations of institutions, 

faculty members had different views about the extent to which these activities actually result 

in improvement in the quality of education. In reference to QA reviews, participant no. 5 

said: 

“Oh, it has put everyone on their toes, at the edge, to make sure they are 

fulfilling things to the best way possible.  They have improved their 

teaching, they have improved their communication with the students, and 

of course their submissions and so on have become very accurate and 

detailed.  And we see that from the course coordinator, of how determined 

they are and how accurate they are with the requirements they give us to 

fulfil the course and the requirement they ask us to submit at the end of the 

course, which shows that they need everything to be very professionally 

systematic because at the end of the day, all these get submitted and 

evaluated.”  

While this faculty member seemed to believe in the value of QA activities, the language he 

used to describe the systematic collection of required documents attests to the transformation 

of teaching and learning to a “production line” kind of process. On the other hand, participant 

no. 10 expressed that the emphasis on performativity compromises institutional autonomy 

since external values and standards are replacing HE’s internal values and standards. He said: 

“They do so much work for accreditation. Okay, that creates opportunities 

for improvement, but the improvements are such little baby steps. The 

department I work in should have their own vision rather than being dictated 

as to how you should improve and how much improvement you should 

make because that in itself is very limiting.”  

Some faculty members stated that complying with QA and accreditation requirements 

is now the top priority for institutions. This top priority can sometimes come at the expense 

of academic staff. One of the FT faculty described a troubling relationship that she had with 

her line manager, one that was troublesome to the extent that she described it as “a slavery 

relationship”. When asked about the institution’s delayed intervention to rectify the situation, 

she responded by saying that “it was a critical time for us to complain because there was a lot 

of quality assurance work going on so the university waited for the quality assurance [review] 
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first”. As implied, the commitment towards satisfying the needs of external bodies seemed 

more important than meeting employees’ needs. Productivity and an administrative 

orientation were other aspects of the neoliberal influence that emerged from the data. The 

participants described how the faculty members’ role was stretched to encompass 

administrative tasks: “now teaching is not only teaching”. The participants reported that the 

administrative tasks take up 40–70% of their time. In some private institutions, faculty 

members were asked to participate in marketing programmes. Participant no. 9 recalled an 

incident she had with the university president, saying:  

“I applied there for a teaching position. He asked me to do marketing for 

the university. Marketing is not my job; he killed me... he put me under 

pressure to take the brochures and the promotional materials to people. This 

is not my job!”  

4.1.2. Tangible Expectations:  

This theme captures faculty’s perceptions in terms of the materialistic rewards they expect 

from institutions. It focuses mainly on the hygiene factors expected to be available for any 

employee and the enabling factors they need to sustain and upgrade their performance. 

Perhaps the most obvious reward expected by faculty members is payment. The data 

suggest that FT faculty were more satisfied with the financial benefit they receive in 

comparison to PT staff. PT staff felt that the payment they received in return for their 

contribution was negligible. They were also not happy with the fact that they only get paid by 

the end of the semester. Conversely, FT faculty indicated that the teaching load could be 

overwhelming. One of the participants stated that “I would suggest to reduce the load of 

teaching for the faculty members in order for them to have more time on hand to do the 

research”. Another one said that “there are smaller development courses that are circulated 

yearly… but we don’t get to be involved in it because of either our teaching loads or the short 

nomination time”. Combined with the emphasis on administrative/additional tasks, this could 

imply that FT faculty in Bahrain feel overworked.  

The data suggest that universities are cutting down their teaching resources budgets. 

Yet, the data do not indicate the kind of resources that are lacking. In other words, it is not 

clear if universities are short in labs and hardware, online teaching resources, or support staff, 

for example. The working space was highlighted by a particular participant. With a mixture 

of sarcasm and grief, participant no. 1 elucidated: 
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“For someone who spends more than eight hours in an office without 

windows… Light is very important for me… We were working in this small 

cubicle space where me and another three were living with lots of storage 

going on behind us. It was a disaster. I used to call it “the stable” [laughs] 

There would not be any ventilation, no windows, nothing.”  

Faculty members expressed the importance of receiving the necessary support to 

perform their job well and sustain their performance in the future. The need for growth and 

development was stressed the most. The participants expected institutions to facilitate the 

acquisition of knowledge and skills relevant to their fields through professional courses, 

conferences, or academic degrees. FT faculty were interested in career development and 

opportunities for promotion. They aspired for opportunities to engage with the industry and 

gain professional experience. The current regulations force them to choose between an 

academic career or professional practice. Participant no. 6 stated: “you are not allowed to 

practise. Maybe with a special request from the President you can practise within the 

university projects, but officially you cannot open your own office or do your own 

consultation… you also love the faculty who taught you and shaped your personality, so you 

would take it as a career”. Support for research was reported to be needed. One of the 

participants claimed that the HE culture in Bahrain does not encourage the sharing of 

knowledge, making it difficult for them to co-write or co-publish. On the bright side, the 

administrative staff in Bahraini HE seem to be very supportive. Throughout the semester, 

faculty expect to have a fixed class schedule, classrooms booked, the exam timetable shared, 

and to be informed of the status of students with a learning disability or under probation. 

Having the technology up and running and the needed stationery in place are simple things 

that faculty appreciate. Expressing his satisfaction with the administrative support received, 

participant no. 2 said:  

“They have never wavered in their support. Whenever you ask for anything, 

even if it is something they have not provided before, they look into it and 

more likely than not they would provide it. A point has to be stressed on the 

IT department in our university, which have worked so well to allow us to 

adapt to the new situation – online teaching after the Covid-19 pandemic.” 

4.1.3. Intangible Expectations:  
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This theme captures the motivational factors expected by faculty members, including the need 

for acknowledgement, a functional workplace culture, and flexible job design. 

The data indicate that faculty members expect to be acknowledged. They all reported a 

need for respect and appreciation. To some, being respected and appreciated can be achieved 

through a “thank you letter”. In contrast, others felt that assigning them higher 

responsibilities and sharing information are signs of respect. Faculty felt that the effort they 

make inside the classroom is not recognised enough. Reliance on student feedback at the end 

of the semester was described as insufficient. Participants expressed a need for 

empowerment. The data suggest that both FT and PT faculty do not feel empowered. Talking 

about his expectations from the institution, participant no. 3 stated:  

“It is mainly respect for me. It is mainly based on respect. They want me to 

be a VP because they know my current ability, my ability to work, but I said 

no. If you want me to be a VP, I want more authority and more say. For the 

current [time], I am a faculty member. That is okay with me. I resigned from 

the deanship because I wanted more authority. When I didn’t get the 

authority, when I felt my expectation is higher than they can afford me, I 

resigned.” 

Participant no. 3 gave up two promotion opportunities because he believed that the 

institution would assign him a higher level of obligation/responsibility without giving him the 

power and resources to fulfil them properly. By choosing to reject the promotion, participant 

no. 3 acknowledged the limitation of teaching positions and redesigned his PC with the 

institution to restore balance and satisfaction. He preferred to remain as a faculty member, 

knowing the authority level of the position, than take a higher position without being the kind 

of dean or VP he would like to be. Another FT faculty stated “we were not trusted enough to 

listen to. The students’ well-being came at the expense of the employees’ well-being for all 

these years”. Indeed, a group of faculty working in private universities felt that students’ 

satisfaction is more important to institutions than their satisfaction. This psychological status 

is a product of neoliberal influences and the privatisation of education. Students are the 

paying customers, and faculty members are perceived or framed as an expensive liability.  

Despite PT faculty being more financially independent and less of a liability to the 

institution, they still reported a lack of empowerment. They are generally excluded from 

decision-making forums and require an advocate or a “spokesperson” to have a voice within 
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the institution. Participant no. 5 said: “Oh, we’re not involved in any of these Departmental 

Meetings or Programme Committee Meetings or course Organisation Committee Meetings 

and so on. We are basically part-timers given the course and then [told] ‘Now go and meet 

with your coordinator’”. Speaking about a significant incident that he went through, 

participant no. 10 discussed the university’s response to some students’ complaints against 

him: 

“They interviewed my students without me. They told me not to come to 

the class. They made some inquisition. I don’t mind that happening. That is 

completely the university’s right, but what I felt so unprofessional was they 

were telling my students, ‘This is not what you are meant to be taught. You 

are not meant to be doing this. This looks like some of his other students’ 

work last term’. The students themselves felt like I didn’t have credibility 

any more as a tutor and they lost confidence in me… There is nothing I can 

do. I learnt to swallow it because what I gain out of teaching there is so 

much more for myself, developing myself.” 

This situation shows that PT faculty can be undermined and do not have access to a 

grievance procedure to defend themselves. PT faculty in particular long for opportunities to 

express their academic and professional opinion. Excluding them from the decision-making 

channels makes it difficult for them to provide professional advice regarding the content of 

the syllabus and assessment methodologies. Participant no. 9, who teaches education, had 

several suggestions that the institution did not consider. Describing her students, she said: 

“They study in English and then go teach at public schools in Arabic. I don’t 

deduct their marks for making such [grammatical] mistakes when they teach 

at schools, because I feel that it is not their fault... They learn everything in 

English and then go and teach in Arabic. The children at school are like 

parrots they repeat after the teacher who is making grammatical mistakes. 

This is not acceptable!” 

The same faculty also reported that “We also have a leadership centre at the university; 

they meet without inviting me, although this is my area of expertise”. Other faculty discussed 

incidents where course coordinators dismissed their suggestions because they are external 

and do not hold doctorate degrees. Holding a doctorate is considered a source of power 

within Bahraini HE. Participant no. 1 described her self-perception before doing a Ph.D. as 
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“did not have this power given by a Ph.D. certificate that tells me I am equal to you. I always 

see myself as lower, unfortunately, than them. I see myself not as qualified as they are, so I 

let them control”. The statement suggests a perception within the academic world linking 

legitimacy and even supremacy with doctorate degrees, not only for FT faculty but also for 

PT faculty. Participant no. 5 explained: 

“If you’re in education or teaching them something that is not acceptable in 

the practical world, this is where I have to come in and speak up. But again, 

certain members were very much welcoming such ideas and accept, but 

others are not willing to accept it. They’d always consider the hierarchy 

position, that they’re PhD holders, I’m a part-timer; they always say ‘Okay, 

we know teaching, you know practice, stick to that’ [laughter].” 

Apart from acknowledgement, there are specific characteristics that faculty expect in 

the workplace culture. They appreciate collegial working relationships, allowing them to 

provide and receive feedback professionally and respectfully. They expect the institution to 

be honest and transparent with them in communicating information and explaining their 

rights. Participant no. 1 asserted that institutions may hide information or keep it vague so 

that the employees would not be able to claim their rights regarding access to grants, 

sponsorships, paid leave, or even training and development opportunities. Even though 

participant no. 9 worked for the institution as FT before shifting to PT employment, there 

were some regulations that she was not aware of. For example, she reported that the 

institution did not inform her that the law does not allow the renewal of PT contracts after a 

certain age. The data suggest that information becomes more accessible with time. The longer 

the faculty work for the institution, the more skilled they become at finding and obtaining 

information. Faculty expect a higher level of involvement in strategic decisions and an active 

role in developing the institution’s vision and direction. Most importantly, the participants 

expect equity and justice. Participant no. 6 highlighted the need for procedural justice when 

evaluating performance or resolving conflicts with students. She believed that institutions 

tend to side with students without collecting sufficient information about incidents. She also 

believed that department heads should be evaluated by their employees (bottom-up approach) 

in the same way faculty are evaluated by students (i.e. equal treatment). On a positive note, 

some institutions introduced formal structures to monitor the distribution of opportunities and 

promote women’s empowerment, which is a promising practice.    
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In terms of job design, flexibility is seen to be crucial for faculty, even more important 

than financial reward. Participants appreciate the ability to choose their teaching schedule. 

Participant no. 7, who is a female expat, stated:  

“So far I think I will continue with them until I get a good opportunity. It is 

not really in terms of money. I need a comfort zone. Mostly I need timing... 

I worked as a full time, but that is why I am going for part time. At least for 

the next 2–3 years, I prefer a job with good timing. There is no doubt in that. 

My flexibility, I want that. My family, I have to take care of them.” 

Flexibility is also associated with work–life balance. Working in academia is seen to be 

demanding. Some participants felt that it affects their personal life and ability to develop 

themselves or have some quality time. Contemplating the opportunity cost of being a FT 

faculty member, participant no. 4 said “naturally it takes away time to develop and be able to 

work on personal projects, start up a personal business or whatnot; that’s something that I 

think about a lot, the what-ifs.” In addition, PT faculty highlighted the importance of job 

security as a basic expectation. Not knowing whether the institution will offer them a job the 

next semester or the next academic year is seen to be worrying. Participant no. 9 stated that 

“every year we go through hell to renew our contracts”. Talking about her experience of 

being laid off from a private university, participant no. 7 stated: 

“It is not a new thing for us. That is why I don’t say too much, because for 

us this is not happening first time. When we were working as full time also, 

in between they will change us. They will tell us to go and come back. These 

processes happen in between because they have lots of changes. They used 

to say, ‘This is not possible to change it’, then come back, but this is all only 

for one month. Immediately we would be back. That happening for a long 

time. Initially of course it was a shock for us.” 

Using the expression “they will change us” suggests that some institutions make 

faculty feel as if they are “disposable”. The statement here also shows that faculty 

start to develop emotional resilience against work dismissal.  

4.2. What is the Nature of the Psychological Contract from the Faculty’s Perspective? 

4.2.1. Emotional Dissonance:  
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This theme reflects the mixture of positive and negative emotions that the faculty members 

feel towards the institution and which characterise their PC. 

The passion for teaching is something that really stands out when talking to faculty 

members. The data suggest that faculty love the subjects they teach and enjoy teaching them 

to students. They enjoy contributing to the growth and development of others. The 

participants described teaching to be their life or their dream. They find teaching to be 

rewarding, and it brings them a sense of pride. The teaching dimension of the job seems to be 

integrated as part of their self-identity. The classroom is the space where faculty can exercise 

a high degree of autonomy. While assessment methods are in many cases dictated by the 

institution or the accreditation requirements, the teaching methods and exercises are not. 

Faculty seem to enjoy that autonomy. PT faculty reported other positive emotions, including 

a sense of choice, content, and self-fulfilment. PT faculty described teaching as a choice 

rather than a fate, an experience they endeavour and wish to continue. Participant no. 2, who 

owns his own business and has been committed enough to teach finance for seven years, 

stated: 

“I have been offered a full-time post a couple of times – after my first year 

and after my fourth year as well. The problem is I cannot coordinate 

between both jobs. I cannot do the work associated with the university 

justice as a full-time employee – not yet, but my plan hopefully in the future 

is to follow you in pursuing my PhD, inshallah, and make it my retirement 

plan to teach.” 

In fact, out of the five PT faculty interviewed, four expressed that they were 

contented to be teaching PT. Except for the low pay rate, they find PT teaching to 

fit with their current life circumstances. They appreciate the value they receive 

from teaching itself and accordingly do not expect much from the institution. 

Participant no. 2 also said: 

“It gives you a greater sense of satisfaction knowing that you – I wouldn’t 

say even help. I would say educate and transfer knowledge to students who 

are very eager to know it and apply it. Whenever I see my students working 

in the insurance risk field, I feel a great sense of satisfaction… A lot of it is 

self-satisfaction. I get a lot of experience from teaching. I get a lot of 

knowledge because of continuous research. My skills have improved… I 
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worked for institutions like Ernst & Young and PricewaterhouseCoopers, 

but delivery becomes more effortless and interaction with groups becomes 

much easier. The skills, experience, knowledge… I have gained so much 

from teaching. It is beyond what I expected at first.” 

On the other hand, the data revealed feelings of uncertainty, frustration, and 

lack of reciprocity. Feeling helpless or losing control over personal circumstances 

contributes to the frustration, as in the case of participant no. 7:   

“One of the main reasons for me not… my contract is not continuously 

happening because of my PhD. I did only for two years, then I stopped in 

between because my second baby… That makes me really sad because after 

all, working this much years, this much time I spent with them and it is not 

happening. It is really sad of course because if it isn’t my native country of 

course this won’t happen, if my job was a permanent job and I would have 

a specific position” 

Breach of promise was mentioned by only one of the participants. Participant no. 

6, who has been working for the same public institution for 13 years, was 

formally appointed by the department as a coordinator and then removed from the 

position shortly afterwards without any clear explanation. She recalled the 

incident with great disappointment, saying: 

“The appointment letter was clearly indicating 25th of February as the 

starting day of my appointment...  And then on November 18th, another 

decision came to discard the aforesaid appointment... [you feel] Frustrated, 

angry and sometimes questioning your abilities whether you delivered 

something right or wrong, or maybe totally wrong that it came against their 

wishes and their expectations. And without any clarifications once you hear 

it from the Head of Department and one day before a public meeting. It 

becomes a bit embarrassing as well, because you don’t have reasons to 

justify this, so this sometimes brings you under unwanted spotlight from the 

faculty members.” 

In relation to reciprocity, only three out of the ten participants described their 

relationship with the institution as reciprocal and balanced. Participant no. 1 felt that 

obtaining a Ph.D. will allow her to adjust her responsibilities (i.e. reduce teaching load) and 
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bring balance to the relationship. The data suggest that the majority of faculty perceived 

themselves to be contributing more to the institution than what they receive in return. This 

lack of reciprocity results from unmet expectations mainly relating to workload, cost-

cutting, and opportunities for growth and development. Surprisingly, those negative feelings 

are not strong enough to result in an intention to leave. When asked about how they perceive 

the future of the relationship with the institution, eight out of the ten participants expressed 

their intention to stay and continue teaching for the institution.  

4.2.2. Power Tension:  

This theme captures the poles of power that push and pull faculty members within Bahraini 

HE. 

Three main parties emerged as salient players in the employment relationship: the 

student, the department head, and the top management. In fact, a basic NVivo word 

frequency search of the ten interview transcripts revealed that the word “student/students” 

was mentioned 241times in the data, “Department Head” was mentioned 189 times, “Dean” 

was mentioned 59 times, “Management” was mentioned 35 times, and “President” was only 

mentioned 20 times. It can be said that faculty members are student-centred. They consider 

the student to be the centre of what they do and assess their own success and failure based on 

students’ performance and achievement. Students also represent a source of emotional 

conflict for faculty. As much as they love and enjoy teaching them, faculty members feel that 

students may overstep them and interfere in the relationship that they have with the 

institution. Department heads or chairs are also focal to the employment relationship. They 

have a huge impact on the faculty’s satisfaction as they assign tasks to them, evaluate their 

performance, and recommend them for training or promotion. Deans were not mentioned as 

much but were recognised as key representatives of the institution. When asked, “who do you 

consider as your employer?” four of the participants named the department head as the 

employer, four named the dean, and two named the student.  

Unfortunately, the direction of the communication within the Bahraini institutions 

seems to be top-down. Faculty rely on policies, procedures, and manuals to find information 

and understand their rights and obligations. Accordingly, participants described institutions to 

be bureaucratic and hierarchical. Participant no. 6 gave an account of how suggestions and 

decisions are made at her institution, stating: 
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“You can discuss your ideas in the Departmental Council headed by the 

Head of Department, but to a certain extent we don’t get to say much 

because at the end of the day, the Head of Department is the person in charge 

of taking the decision… we follow the big book rule; if the Head of 

Department feels this is against the university policy, then you don’t get to 

change it. You can raise your objections, it will be minuted but no serious 

action will be taken unless all the departments agree on certain points, then 

if it’s that serious maybe the Head of Department will take it to the College 

Council. But you see, the hierarchy of the university needs to go into several 

meetings from the Programme Meeting to the Head of Department Meeting 

and then to the College Council, and then to the University Council.” 

As one could imagine, the bigger the institution, the harder it is for a single faculty member 

to enforce change at an institutional level, especially if not supported by his/her own Head of 

Department. There is a need for colleges to be more autonomous and for academic policies 

to be flexible enough to consider the nature of the discipline. PT faculty face another 

hierarchical layer in their interaction with the institution, as they need to go through the 

Head of Department or the Course Coordinator. Participant no. 10 recommended that “there 

needs to be more cross-collaboration between part timers and full timers and for it not to be 

some sort of hierarchy because at the end of the day we are given the same responsibilities, 

but because it is full time they feel they have more to say or what they have to say weighs 

more than what we have to say”. 

Hypothetically, committee membership and townhall meetings are supposed to balance 

the distribution of power that results from the bureaucratic structure of universities and 

engage faculty in the institutional dialogue. However, the data suggest that most of the 

discussions that take place in these meetings are superficial. Participant no. 2 said: “you 

asked me how I feel about being involved in the risk management committee. It felt like our 

recommendations were not followed through by the university executives and management”. 

In a different context, participant no. 4 stated that “we’re always being asked to indicate our 

interests in terms of what kind of personal development we would like to do. So, they are 

aware of that. But the actions being taken perhaps are not always in line with what we want 

to learn or develop ourselves with”. He also added that: “The CEO does a nice thing called 

‘Coffee with the CEO’, so he does that on a monthly basis. But it feels like whatever’s being 

said, it’s almost as if the institution’s hands are tied. So, we do channel through our concerns, 
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but not many things happen per se”. Participant no. 8 asserted that the issue rests on how 

these meetings are conducted and the discussions managed. She explained: 

“I would like to be one of the decision makers solving some problems… 

Most issues are more close to the persons who are concerned. These issues 

sometimes are not discussed in the way of a team with different 

perspectives. They need to take these different perspectives when they put 

solutions for any problems we face in the university. Sometimes some of 

the rules and regulations and policies, we don’t have a hand on these 

policies. We don’t have a voice related to these policies, but it is very 

important. These policies need to be implemented by the staff so at least 

they need to take their voices into consideration; what is the consequences 

of implementing these policies and procedures.” 

Business circumstances can also contribute to the power tension. Covid-19 and the 

shift to online learning put PT faculty under excessive pressure, requiring them to put extra 

hours into preparing lessons, thinking of different ways to teach and assess the materials, and 

coaching students through practical exercises. PT faculty were not paid any extra money to 

take into consideration this disruption in the employment arrangement. On the other hand, FT 

faculty were affected by the financial health of the institution. Participant no. 1 related the 

financial difficulties directly to the PC and institutional success by saying: 

“in recent years before I came to the UK three years ago, [the university] 

had some financial difficulty. You must have heard. They had to cut down 

the salaries. They were downsizing, they were restructuring. All of this 

unfortunately does not help [the university] with its image. It does not 

indicate how willing they are in pursuing their obligations of sustainability 

and caring for the well-being of the employees. It doesn’t help. That is one 

of the barriers to [the university] achieving their strategic objectives – 

having a good relationship with the faculty.” 

The limitation of financial resources added to the feelings of helplessness (lack of 

empowerment) and frustration experienced by the faculty members, affecting their job 

satisfaction and morale. The faculty’s feelings depended on the degree to which they 

considered the institution’s actions as justifiable. Four out of the five FT faculty generally 

attributed cost-cutting to the nature of the institution, being financially oriented or lacking 
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operational efficiency, and they undervalued the effect of external economic factors. In other 

words, they did not see them as necessary actions for the survival and sustainability of the 

business.   

4.2.3. Conflicting Work Ethics:  

This theme reflects the conflicting ideals that faculty perceive within the Bahraini HE sector. 

Faculty members are subject to conflicting dynamics and work ethics. On the one hand, 

they engage in activities that contribute to the growth and well-being of the institution. On the 

other hand, they must adapt to the consequences of “personal” rather than professional 

working relations. PT faculty showed a willingness to engage in OCB, or in other words, to 

do more for less. They participate in meetings, committees, and social events, knowing that 

these activities are not part of the contractual agreement with the university. Furthermore, all 

faculty demonstrated signs of loyalty and attachment to their institutions. As mentioned 

earlier, most participants were committed to stay and continue working for the same 

institution. Participant no. 10 stated, “even if I were not to continue with teaching there, it is 

an excellent place to keep in touch with... It is a great place to continue, and it adds a lot of 

weight to your career”. When asked to use three words to describe their institutions, most of 

the words used by the faculty had positive connotations. Table 6 shows the positive and 

negative words that the participants used to describe their institutions. As can be seen, the 

word “promising”, “making me proud”, and “ambitious” were repeated two times each. The 

choice of words implies that the faculty believe in the potential of the institutions.  

PT faculty provided examples of times when they taught additional courses at short 

notice because they did not want to fail the institution and felt committed towards the 

college/department. A FT faculty member expressed feelings of empathy even after having 

experienced the institution reneging on a promise of promotion. The faculty member 

rationalised the shortcoming of the institution by saying: 

“So, the promise what – and again, that wasn’t a promise that was on paper, 

it was a verbal promise – which was ‘Join the [the university] two years as 

an Assistant Tutor, and then you will be sponsored to do your Masters 

abroad, and you’ll come back as a Tutor’… there was a change in the 

country’s [laughs] financial situation, so everything changed. To be fair, 

I’m not sure if I can classify that as them not keeping their promise, because 

so many things have changed since then.”  
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Table 6: Words Describing the Institution 

Positive Descriptions  Negative Descriptions  

Promising-II 

Makes me proud-II 

Ambitious-II 

Friendly  

Positive  

Exciting  

Vast  

My home  

My professional home 

Has competitive advantage  

Strong  

Student-centric  

Growing 

Successful  

Professional place 

Vision 

Not promising 

Demotivational  

Restructuring  

Invest for the future 

Not organised  

Highly instructive  

Lack of clarity  

Lack of honesty  

Need for development  

Restrictions  

 

Office politics and social comparisons were reported to be part of the informal 

workplace culture. Participant no. 2 explained how he had to “play it safe” when handling his 

relationship with the Chair of the University Council and the Department Head, as they 

would not see “eye to eye”. Perhaps this was an unfair situation to put a PT faculty in. 

Participant no. 9 implied that the lack of direct and open communications about the reasons 

for renewing or terminating contracts makes her rely on rumours. She also explained how 

writing an article can change the way colleagues and department heads treat her. She said, 

“we had a Head who in his first visit wrote negative feedback about my teaching. I did not 

argue with him as this is his opinion. After a while, I wrote an article in the newspaper based 

on his request. After this article, I got a 100% rating in my evaluation. This shows that things 

are personal”. The data also suggests that faculty tend to compare themselves with others 

inside and outside the institution. FT faculty compare the teaching load assigned to them and 

the number of TAs they have (if any) with those in other universities, and the support and 

resources allocated for research and development in different institutions. They use access to 

these resources as a measure of appreciation. Participant no. 1 said: “when I compare – 

unfortunately, I always compare – I can never rest because I have expectations. When I 

compare myself to, let’s say, [other] university, how they are investing in their employees… I 

feel unappreciated. There is an imbalance for sure in how they appreciate their employees”. 

Participant no. 7 recalled the time she was a FT faculty for the same institution and said: 
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“when I was a full-time faculty, we really needed someone to coordinate us. I have seen other 

faculties and when we compare to other institutions, we felt that the attitude towards 

employees or the treatment can be better”. PT faculty compare the rate paid per hour by other 

institutions and compare themselves with FT faculty. They weigh the value they bring to their 

institutions in comparison to FT faculty. Participant no. 10 elaborated: 

“With part-timers, what they get out of it is a fresher perspective because a 

lot of these part-timers, at least when I started, were my age group and most 

of the full timers were very well-seasoned educators, but they lack the 

perspective that we offer as part-timers, which is great because it makes 

things a little fresher and there is a little more dialogue or conversation as 

to how the department should transform itself.” 

4.3. To What Extent is the Psychological Contract of PT Faculty Different from Their FT 

Counterparts?  

Firstly, it can be said that FT faculty are more homogeneous in terms of their 

perceptions and responses than PT faculty. Appendix 8 shows the key points and comments 

made by FT faculty about the content and nature of the PC in comparison to PT faculty. As 

can be seen, there was general agreement in terms of the tasks that FT faculty are obliged to 

perform and the rewards they expect to receive, compared to PT faculty. There were minor 

disagreement or conflicting views about the extent to which they perceived the working 

environment to be healthy and the level of support they receive for research. Some 

institutions are research focused, while others are teaching focused. The content of the PT PC 

varied depending on institutions and individuals. For instance, some part-timers coordinated 

courses, and others did not. Some participated in moderation and validation, and others did 

not. Similarly, the degree to which they were satisfied with the support and rewards they 

received from institutions varied. Secondly, PT faculty were found to have limited and basic 

expectations in comparison to their FT counterparts. Accordingly, they were found to be 

more satisfied with the employment relationship and had less to complain about.  

Based on the thematic analysis conducted, Table 7 illustrates the common codes found 

in the two groups and those that were unique to FT or PT faculty in particular. In terms of 

content, the data suggest that both FT and PT faculty have the same obligations towards the 

student, and they are both subject to neoliberal influences. However, FT faculty have further 

obligations towards their institutions. 
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Table 7: Comparing the PC of FT and PT Faculty 

Faculty Codes 

Obligations  Expectations  Nature of PC 

FT & 

PT 

Preparation and Delivery  

Assessment and 

Feedback 

Productivity and 

Administrative 

Orientation  

Performativity   

Student Support  

Pay 

Equipment and 

Resources   

Performance and 

Feedback  

Need for Respect and 

Appreciation  

Need for Growth and 

Development 

Need for Empowerment  

Need for Transparency 

and Information 

Work–life Balance  

Flexibility  

Attachment and Loyalty 

to the Institution  

Passion and Pride  

Department Heads  

Student-centred 

Autonomy Inside the 

Classroom  

Lack of Reciprocity  

Bureaucracy and 

Hierarchal Structures 

Social Comparisons  

 

FT only  Research  

Curriculum Development 

Committee Membership  

Organisational 

Interaction  

 

Reasonable Teaching 

Load  

Industry Engagement 

Support for Research   

Need for Strategic 

Involvement and 

Direction 

Equality and Justice  

Healthy Working 

Relations  

 

Documents, Policies, and 

Procedures  

Superficial Institutional 

Dialogue  

Frustration  

Financial Health of 

Institutions 

Top Management  

PT only   

  

Job Security  

Administrative Support  

Need to Express 

Academic and 

Professional Opinion 

 

Disruption – Covid-19 

Office Politics  

Organisational 

Citizenship Behaviour 

Choice  

Uncertainty  

Sense of Content  

Self-fulfilment and 

Internal Drive  

 

 

 

They share several expectations relating to acknowledgement, including performance and 

feedback, need for appreciation and need for empowerment. Given that PT faculty do not 

have formal channels to communicate academic views and opinions, they raised this as an 

additional need. PT and FT faculty have similar basic expectations, with teaching load being 

an issue that is more unique to FT faculty. In terms of enabling factors, they shared the need 

for growth and development, while FT faculty expected support for research and better 
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engagement with the industry. FT faculty have more requirements relating to the workplace 

culture. Both expect flexibility and a work–life balance, while PT faculty reported a need for 

job security.  

Looking at the nature of the PC, PT faculty expressed more positive feelings than FT 

faculty. FT faculty expressed feelings of passion and pride and a sense of autonomy inside 

the classroom. PT faculty added experiencing a sense of choice, content, and internal drive. 

Interestingly, the data suggests that they are more likely to fulfil their own needs. They do not 

expect the institution to keep them motivated. They were also more likely to express 

willingness to add value and serve the institution beyond the terms of the formal contract, 

while FT faculty seemed to be too exhausted to do that. However, both groups reported a 

bureaucratic and non-reciprocal relationship with the institution. The social network that FT 

faculty interact with was found to be wider, as PT faculty do not normally engage much with 

the institution’s top management. Moreover, FT faculty were found to be more affected by 

the downward communication dynamics of HE and the financial conditions and restraints 

experienced by the sector.  

 

5. Chapter Five: Discussion  

In this chapter, the study’s findings will be discussed in relation to key aspects of the 

literature. The discussion will attempt to explain the findings from a conceptual and 

theoretical perspective. It will also assess the role of the cultural context in defining the PC of 

academics in the Bahraini HE sector. The chapter will conclude by evaluating the degree to 

which using Rousseau’s (1995) conceptual framework of the PC has helped in understanding 

the relationship between faculty members and organisations.  

5.1. Role Perception and a New Type of Psychological Contract  

This study clarifies how faculty members perceive their role in Bahraini HE 

institutions. Faculty members suggested that teaching represents one part of their role as 

academic staff. Obligations directed towards the institution and those imposed by regulators 

were described as having changed faculty members’ role from being teaching focused to 

administratively focused. This perception of change affected FT academics more than their 

PT peers. In fact, the study implies that a PT position at institutions is more likely to be 

suitable and attractive to individuals who are interested in teaching only. Of course, this will 
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come at the cost of a much lower financial return and less secure job prospects. Furthermore, 

the PT faculty responses indicate that “teaching” is the same regardless of the employment 

arrangement. In other words, the findings suggest that PT faculty do not perceive teaching 

itself to be a PT role; rather, this applies to the “other tasks”. This supports the claims made 

by Bunnell, Fertig and James (2017), stressing that teaching is a vocation that has an 

archetypical structure as mentioned in Chapter 2. Being a teacher encompasses a complex 

network of meanings and interlinked schema built over time, which people share within 

societies and universally. It is very difficult to reframe that archetypical persona in a PT 

context.  

The range of obligations reported by participants in the study overlap, to some extent, 

with those found by Hrabok (2003). Hrabok’s (2003) study identified a range of obligations 

that faculty directed towards students, including teaching curricula, supporting students, and 

reflecting the needs of the industry. Interestingly, participants in both studies reported an 

obligation towards respecting regulations and policies, as well as a clear intention to remain 

loyal to the institution. However, the emphasis on QA and accreditation seemed to be more 

pronounced by the participants in the Bahraini context. While Hrabok’s (2003) study 

excludes PT faculty, extra-role performance or OCB was described as an obligation that 

deteriotes amongst experienced staff. The study indicates that as time went on, faculty 

became more careful or calculating about selecting the tasks they perform at work and 

avoided wasting their time on activities that are less likely to be appreciated. This could 

explain why the same obligation was only reported by PT faculty in the current study. 

Spending more time as FT faculty seems to be associated with a decreased likelihood of 

going beyond the scope of the job description. This is possibly because the scope of the job 

description is perceived to be already stretched to the maximum to the extent that it is very 

hard to find the time or energy to go beyond it.   

On the expectations side, the findings clearly show that FT faculty expect much more 

from institutions than PT members. This is not surprising and is well supported by equity 

theory (Adams, 1963). Equity theory states that demands are proportionate to the input 

individuals believe they make to the institution, compared to the norm or a benchmark. When 

FT faculty compare their current contribution with their past workload, this makes them feel 

that they deserve to receive more in return. In other words, using service before the “QA era” 

as a reference point has a potential impact on increasing expectations. FT faculty members 

feel that the “QA era” brought many additional responsibilities, but the rewards that they 
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received either remained the same or, in some instances, decreased. In addition, FT faculty 

were more affected by the recent changes to the roles of academics in HE than PT faculty, 

and hence it is not surprising to find that they are more likely to be demanding. 

Unfortunately, the structure of the study does not allow assessment of whether there is a 

relationship between change in contribution and the number of expectations over time to 

validate this initial finding. To put it another way, have FT faculty always been more 

demanding than PT faculty, or is this a recent change driven by the neoliberal influences in 

HE? Robinson, Kraatz and Rousseau (1994) point out that the relationship between tenure 

and expectations could be relevant here to some extent. Considering tenure in itself as a 

contribution makes long-serving employees more likely to be demanding than others. Tenure 

in the current study is associated with the change in equity benchmark (effort and 

contribution before the QA era and after the QA era). Also, recent joiners have the advantage 

of knowing what is expected from them, while those who joined before the “QA era” did not 

anticipate the role change and additional workload.   

Examining the type of expectations expressed in the current study compared to those 

reported by Shen (2010) shows a significant alignment. Both studies show that expectations 

from employers include promotion and advancement, power and responsibility, pay, 

recognition, support, work environment, job security, training and career development, and 

workload. Just as in Shen’s (2010) study, the findings show that faculty members are more 

concerned about equity and fairness than pay. Even the PT faculty who were not happy about 

the payment they received based their dissatisfaction on a comparison with the FT faculty. 

However, the current study did not reveal performance-based pay as part of the faculty 

demands or the workplace culture in Bahraini HE. Faculty expressed the need for better 

performance evaluations and feedback mechanisms but did not attach them to pay. The 

findings also suggest that faculty members expect the institution to support them at work only 

by providing the required resources for them to do the job. They do not expect the institution 

to help them on a more personal level, through the provision of counselling services or 

childcare facilities, for example. This might either reflect workplace norms, as it is very 

unlikely for institutions in Bahrain to provide such support to employees, or the personal 

profile of academic staff, being independent and autonomous. Perhaps more unique to the 

current study is the faculty’s expectation of strategic involvement and direction. “Knowing 

where we fit in the institution” was not reported by other researchers. Also, the need for 
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seniority reported in the literature was not evident here. On the contrary, there were signs of 

the faculty being against the bureaucratic and hierarchal structures that exist in the sector.  

Given that the study was qualitative and did not deploy a statistical tool, it can be 

challenging to classify the nature of the PC. However, it was clear that there is a difference 

between the nature of the PC of FT and PT faculty. Returning to the dimensions used by 

Rousseau (1995), the findings suggest that FT faculty are likely to hold a relational contract 

with their institution. The contract is long term and very open in terms of performance 

requirements. The relationship is clearly stable and does not seem to lack job security. The 

faculty also demonstrated signs of a high level of commitment and affective/emotional 

attachment to the institution and showed a heightened sense of identification with it. In 

addition, assessing the nature of the expectations reported by FT faculty reveals that most of 

the items reported relate to human interaction and the working environment (e.g. growth and 

development, empowerment, industry engagement, strategic involvement, equality and 

justice, healthy working relations).  

On the other hand, the PT faculty’s contract is short term and unstable, still open, and 

emotional in nature. It is open in the sense that teaching is a complex role that cannot be 

reduced to a fixed list of deliverables. It is a job that requires a high level of emotional labour, 

or the ability to manage ones’ emotions to perform a role effectively (Hochschild, 1983). 

Dealing with students coming from different backgrounds and with varied abilities requires 

technical and psychological adjustments. It is not a mechanical and routine process that is 

repeated over time. Each teaching day brings challenges and surprises, and no work manual 

can prescribe standard responses to the infinite cases and situations that faculty members 

experience over the course of the semester. At the same time, the acts and performance of the 

PT faculty have a direct and significant impact on the institution’s reputation. For an external 

observer or from the student standpoint, both FT and PT faculty affect the quality of the 

education service provided by institutions alike. The following features characterise the PT 

faculty’s PC: 

- Uncertain future re-employment opportunities  

- Limited social network and collegial exchange  

- Limited training and development  

- Uncertain career progression   

- Lack of empowerment  
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- Limited supervision and guidance 

- Easy exit  

- High ethical and emotional obligation  

- Flexibility to perform additional tasks 

- High identification with the job and the organisation   

Rousseau (1995) categorised relationships that are short term and open as 

“Transitional”. According to her, transitional contracts manifest a state of “breakdown or 

absence of an agreement between the parties, as observed in unstable circumstances such as 

radical change or downsizing in which commitments between the parties are eroded” (Hui, 

Lee and Rousseau, 2004, p.312). It is argued that the transitional state is a phase between 

contracts and is not a PC in itself. The description provided states that transitional conditions, 

as Rousseau calls them, reflect “little or no explicit performance demands or contingent 

incentives” (Rousseau, 1995, p.98). Rousseau (1995) grounds her understanding of this short-

term and open-ended state on an oil company going through serious financial challenges. 

Unfortunately, the literature does not offer other studies exploring this kind of psychological 

state in different business contexts. However, the current findings strongly suggest that the 

PC experienced by PT faculty is anything but transitional. The psychological relationship 

between the faculty and the institution is intense, despite being short term and uncertain. 

Hence, I propose that it is best labelled as “Focused”.  

Rousseau (1995) states that transitional conditions are unhealthy for institutions and 

individuals, making them temporary, while the current study shows that being a PT faculty 

can be an employment arrangement of choice that individuals maintain for a prolonged 

period of time. I would like to argue that individuals holding a “Focused” contract are 

passionate about their job and are intrinsically motivated, making them more resilient to 

breach and obstacles. They focus on the “here and now” when performing their tasks and are 

willing to compromise on job stability. They value the professional experience gained from 

the employment relationship and find it constructive to their self-identity. As with other types 

of PC, the “Focused” contract may be satisfying or overwhelming, depending on the 

employee’s career and life goals.  

“Focused” contracts may exist in other unstable yet emotional work arrangements that 

involve a high level of human interaction and ethical obligation. The healthcare sector is 

probably the closest context. For example, PT nursing is characterised by a lack of job 
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stability coupled with serious and demanding responsibilities. When it comes to interaction 

with patients, contracted nurses are required to do the same tasks that a FT nurse would 

perform, which is caring for the life of another human being. Corder and Ronnie’s (2018) 

study, presented in the literature review, shows that nurses are predominately intrinsically 

motivated and highly committed. A study by Mallette (2011) compared the PC of FT nurses 

with PT nurses based on a continuous scale ranging from completely relational to completely 

transactional. About 89% were working in the employment arrangement of their choice. The 

study found that FT nurses fall closer to the relational end of the scale, while PT nurses fall 

closer to the transactional end. However, the study suggested that “nurses remain committed 

to the nursing profession regardless of the employment pattern or volition” (Mallette, 2011, 

p.525). Similar to the majority of the studies conducted in the field of HE, the nursing study 

presumed that a PC could only be categorised as relational or transactional, ignoring the 

possibility of the existence of other types. High commitment and identification with the 

profession, which were found to be independent from the employment arrangement, reflect 

the essence of what I term here the “Focused” contract.  

5.2. The State of Contradiction 

Unfortunately, the current study does not offer an in-depth investigation of the 

behavioural and attitudinal outcomes of the PC at work. However, it sheds some light on the 

emotional experience that the PC brings to faculty and the motivational factors that faculty 

members value.  

The study reveals that faculty members experience a state of emotional dissonance and 

psychological contradiction. This internal experience can be explained by analysing the 

nature of the obligations that faculty members are expected to deliver compared to the nature 

of their expectations about what they aspire to receive. The neoliberal influence manifested in 

the form of QA practices and accreditation standards restricts faculty’s freedom in terms of 

what they teach and how they assess students. The increased workload associated with 

fulfilling these obligations leaves them limited time to engage in activities that they enjoy and 

elect to perform. Furthermore, the external reviews and regulations imposed on institutions 

make it difficult for faculty to introduce changes to academic programmes or policies and 

procedures. On the other hand, the results show that faculty value autonomy and long for 

empowerment. They would like to be heard and to have an impact. They love teaching and 
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enjoy interaction with students. As a result, faculty find themselves in a paradox and naturally 

feel frustrated.   

Pressuring individuals who value autonomy and independent mindedness to comply, 

like academics, will undoubtedly have its drawbacks. A research paper by Teelken (2012) 

under the title “Compliance or pragmatism: how do academics deal with managerialism in 

higher education?” assessed the impact of performativity and managerial practices on 

employees based on a sample of 48 interviews. The study was conducted at ten universities in 

the Netherlands, Sweden, and the UK. The results show that academics in the three countries 

had experienced a clear shift towards adopting measurable outputs in both research and 

teaching over the past three to five years. This shift resulted in a heavier workload, extended 

working hours, stress, and frustration. Similar to what the participants in the current study 

reported, Teelken (2012) found that bureaucratic control is generally increasing with deans 

gaining more executive power. Teelken (2012) asserts that managing academic obligations 

and protecting autonomy require the use of symbolic compliance or pragmatic behaviour as 

coping strategies. Symbolic compliance refers to fulfilling QA requirements at a superficial 

level just to tick the boxes (i.e. an act of acquiescence and avoidance). Professional 

pragmatism refers to following regulations and guidelines while expressing criticism and 

disbelief. In other words, they either pretend to comply while they continue performing the 

job the way they want or actually comply while believing that there are better ways to do the 

job. Both coping strategies involve a degree of dissonance between beliefs or values and 

actions.  

Interestingly, Stephen Ball (2003, p.221) writes about this state of emotional and 

psychological contradiction in his article “The teacher’s soul and the terrors of 

performativity”: 

The work of performativity produces what Lyotard calls the law of 

contradiction. This contradiction arises between intensification – as an increase 

in the volume of first order activities (direct engagement with students, 

research, curriculum development) required by the demands of performativity 

– and the ‘costs’ in terms of time and energy of second order activities that is 

the work of performance monitoring and management. The increases in effort 

and time spent on core tasks are offset by increases in effort and time devoted 

to accounting for task work or erecting monitoring systems, collecting 
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performative data and attending to the management of institutional 

‘impressions’.  

Furthermore, Ball (2003) refers to this state as “values schizophrenia,” highlighting the 

damaging effect that it could have on educators as individuals. He argues that teaching under 

neoliberal influences means that educators are split between academic judgement and values 

of authenticity on the one hand and managing impressions and performance on the other. As 

a result, educators feel ashamed, frustrated, and demotivated. Therefore, it can be said that 

experiencing “values schizophrenia” is now part of the new PC within HE. Young academics 

have the advantage of being informed about the additional administrative responsibilities that 

they have to perform when they join the sector. However, evaluation of the emotional and 

psychological cost of performing under the new norms can be underestimated initially, 

especially for FT faculty who cannot evade QA or accreditation reviews and continuously 

live with the red tape of regulatory agencies. The current study shows that PT faculty also 

experience a state of behavioural and emotional contradiction. Still, given the nature of their 

contract and obligations, their exposure to the neoliberal influences is limited. PT faculty 

have the advantage of an “easy exit” when the relationship is not working for them. Notably, 

the cost of leaving the employment relationship is lower for PT faculty, especially if they 

have other sources of income. They can also take a break for one semester and then come 

back, while this option is not open to their FT counterparts.  

Furthermore, one could argue that the neoliberal influences could positively impact the 

development and maintenance of the PC for institutions. Attributing most of the activities that 

faculty members dislike to an external influence helps to preserve the employment 

relationship. The management can easily group additional work requirements under the 

blanket of QA and accreditation, channelling the negative feelings towards regulators. 

Linking this to the results of the current study, the participants portrayed a positive image and 

a strong attachment to the institution despite the feeling of pressure and expressed criticism. 

Agents, including department heads and deans, seem to play a similar role in preserving 

faculty’s flowery image of institutions. Line managers function as filters, reducing the 

negative emotions that faculty feel towards the institution. Unfortunately, this creates a 

tension between faculty and their direct line managers.  

The adjectives used by participants to describe the institution support the 

anthropomorphic identity claim associated with the PC (e.g. Conway and Briner, 2005). The 
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faculty clearly developed a strong and personal relationship with the institution and 

distinguished it from its agents. They were proud to be called faculty and proud to be 

associated with the institution. Referring back to Lam and de Campos (2015), who claimed 

that a group of academics are “contented to be sad” and continue to invest in the relationship 

with the institution even when their expectations are unmet. The study argues that working in 

collaborative contexts as opposed to commercial contexts influences the faculty’s perception 

of the relationship and increases their loyalty to the institution. While there is a limit of what 

can be generalised from ten participants, working in a private institution compared to a public 

institution did not make a difference in the current study. Most participants acknowledged 

that their relationship with the institution is not reciprocal and yet expressed their intention to 

remain committed. Therefore, the institution’s commercial orientation did not seem to be 

relevant here. However, the personal attachment of the faculty to the institution’s 

anthropomorphic identity could explain their unparalleled loyalty.  

Perhaps the most surprising of all findings was the absence of violation. Despite the 

unmet expectations and the negative emotions reported by faculty, participants in the current 

study did not report experiencing violations. They mentioned some very awkward incidents, 

including changing work assignments without consent, exclusion from important discussions, 

pending promotions, and concealing information. Participants framed these as unmet 

expectations rather than broken promises, and the experience of violation was not evident. 

This finding suggests that a PC breach does not always lead to the feeling of violation, as 

argued by Solinger et al. (2016). According to Rousseau (1995), discrepancies between 

expectations and actual outcomes may result in a feeling of violation depending on three 

factors: monitoring, size of loss, and relationship strength. Individuals need to be actively and 

consciously comparing what they expect from institutions and the actual outcomes they are 

receiving. Many discrepancies may go unnoticed, especially if the individual classifies the 

expectation to be implicit or not a binding promise. Employees are also less likely to 

experience a violation if the loss resulting from the discrepancy is minor or has been 

compensated by other benefits. It may be that the joy and fulfilment they experience from 

doing the job offset the impact of the unmet expectations. Furthermore, the history and 

context of the relationship shape the attribution of discrepancy. A history of mistrust makes 

individuals more sensitive to discrepancies and less tolerant of unmet expectations. Rousseau 

(1995, p.120) argues that “people who perceive their relationship as troubled react differently 

to adverse events than those in more stable relationships. Healthy relations relax monitoring, 
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but troubled relationships fuel it”. Hence, the sense of respect and pride expressed by the 

participants towards the institution increases their tolerance for unmet expectations and 

makes them less attentive to possible violations. Tomprou, Rousseau and Hansen (2015) also 

claim that employees’ prior working experience determines their reaction to PC breaches. 

Employees with a long working experience and those who worked with different employers 

are less likely to react strongly to unmet expectations. In my sample, eight participants 

worked with at least one other employer, and seven had more than five years of teaching 

experience.  

5.3. Accounting for the Differences Between Full-time and Part-time Contracts  

Conway and Briner (2002) argue that the difference between the nature of the PC 

between FT and PT employees in general (i.e. not specific to HE) can be explained by 

various reasons. Firstly, organisations treat PT employees differently; PT employees are 

subject to different performance evaluation and reward systems than FT employees. 

Secondly, on the individual level, PT employees tend to have different career orientations. 

They may value reduced working hours or a work–life balance more than promotion and 

career advancement, for example. Thirdly, the social dynamics and interaction between PT 

employees and their supervisors tend to be short term and directive. Finally, PT employees 

spend less time at the workplace, which limits the scope and frequency of their 

communication with others. It makes them less aware of organisational challenges as well as 

opportunities. Accordingly, it was not surprising to find that the nature of the PC that PT 

faculty hold is different from FT faculty, one being relational and the other being “Focused”. 

Based on a sample of 1,974 employees from the banking and supermarket sectors, Conway 

and Briner found that PT employees can experience higher levels of positive affect and job 

satisfaction than FT employees. They argue that the difference in work attitude results from 

the difference in PC fulfilment rather than the work status itself (i.e. FT/PT employment). In 

other words, employees with a fulfilled PC are more likely to be satisfied with their job and 

experience positive affect, whether they are FT or PT. Their findings support the mediating 

effect of PC fulfilment on work attitude and discount the role of employment arrangement. 

Unfortunately, being qualitative, the current study’s research design only shows a difference 

between the two groups of employees regarding how they perceive their relationship with 

their institutions. The data are not sufficient to evaluate whether this difference is caused by 

PC fulfilment or work status.  
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PT faculty represent a very interesting case. The results of this study confirm the 

marginalisation and “second-class” treatment of part-timers in HE reported in the literature 

(e.g. Caruth and Caruth, 2013; Ryan, et al., 2013; Haviland, Alleman and Cliburn Allen, 

2017; Kimmel and Fairchild, 2017). PT faculty in Bahraini HE do not obtain any additional 

benefits other than the hourly pay, which is much lower than that received by FT faculty and 

does not take preparation time into account. They are generally not invited to departmental 

meetings and do not have the authority to change curricula or syllabi. As found by Shaver 

(2014) and mentioned in Chapter 2, PT teaching does indeed give individuals autonomy and 

flexibility but takes away from them the power to influence and the authority to make 

decisions. PT faculty interact with a limited network of individuals within institutions, mainly 

programme coordinators, and receive limited guidance or feedback from colleagues for their 

growth and development. The sector does not seem to offer any pedagogical training to part-

timers who lack teaching experience before joining and the orientation/induction they receive 

lacks rigour and structure. Therefore, PT faculty rely on their own experience as students to 

shape their teaching practices (Knight, et al., 2007). The current study shows that this could 

be problematic due to generational and cultural differences between faculty and their 

students. The main drivers that make PT faculty teach are seeking a work–life balance, 

building their professional portfolio, and their passion for teaching. The group includes 

individuals who voluntarily choose PT working arrangements and some who aspire to 

become FT employees. Nevertheless, they show cooperation and a willingness to take on 

extra load and perform tasks that are not prescribed in their teaching contract. They also 

reported more positive emotions in describing the PC in comparison to their FT counterparts. 

Antony and Hayden's (2011) study presented in Chapter 2 also found PT faculty to be more 

satisfied with many aspects of their job than FT faculty. Studies examining the satisfaction of 

PT academics emphasise the significance of choice and voluntariness on the work experience 

(Maynard and Joseph, 2008; Kramer, et al., 2014; Eagan, Jaeger and Grantham, 2015).  

I believe that this unexpected dynamic could be better explained using Ryan and Deci’s 

(2017) Self-determination Theory. The theory claims that individuals have a natural 

propensity for growth and self-development, even in the absence of external rewards or 

enforcement. At the same time, individuals continuously integrate aspects of their 

environment into their internal world of values and beliefs, which contributes to building 

their self-identity. People are most happy and satisfied when they experience autonomous 

motivation; in other words, when engaging in a task that is congruent with their interests and 



98 
 

values, and hence is self-determined. In contrast, people experience heteronomy when 

performing activities that are not congruent with their inner interests and values, resulting in a 

feeling of helplessness and lack of control. The theory asserts that autonomy is conditioned 

by alignment or synergy between an individual’s actions and their self-identity. Thus, people 

can enjoy autonomous motivation even if the experience is externally triggered, as long as it 

is congruent with their value system. Considering the list of obligations that PT faculty 

perform compared to those performed by FT faculty, it is clear that PT academics are less 

required to perform tasks incongruent with their interests. The administrative burden imposed 

on them is considerably lower, and they are fully aware of this fact. They are less exposed to 

the downward communication dynamics and budgetary challenges that FT academics live 

with on a daily basis. Therefore, the changes in the HE sector allow PT faculty to experience 

a slightly higher level of autonomous motivation in comparison to FT faculty. I am not 

claiming here that PT faculty are absolutely more autonomous, but they do enjoy a greater 

level of choice and freedom to reject work assignments in comparison to FT faculty. Most of 

the time that PT faculty spend at/with the institution takes place inside the classroom, where 

faculty feel that they are most autonomous. In line with Conway and Briner’s (2002) 

rationale mentioned above, the fact that they do not spend as much time as FT faculty outside 

the classroom makes them less exposed to experiences that undermine their autonomy. For 

example, PT faculty can engage in other projects or career development opportunities without 

the need to obtain approval, or face rejection, from the institution.  

Self-determination Theory also proposes that people differ in how they attribute their 

life events or what is called causality-orientation (Deci and Ryan, 1985). Autonomy-oriented 

individuals seek opportunities and resources within their surroundings that would allow them 

to exercise choice and honour their values. They tend to attribute success and failure to 

internal factors such as ability or effort. In the current study, PT faculty exhibited signs of 

autonomy-orientation. They were less dependent on the institution to fulfil their needs. It may 

be that autonomy-orientation is an attribute that characterises PT faculty, or that PT work 

arrangements encourage autonomy-oriented thinking. Letting go of a FT job that is secure 

and stable, or teaching as an additional source of income, gives an individual a sense of 

liberty and changes the dynamics of the relationship with the institution. PT teaching is a self-

determined action; the faculty have the choice to reject teaching assignments and control their 

workload. This explains the “sense of feeling contented” that was reflected by PT 

participants. Conversely, control-oriented individuals are more likely to respond to external 
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factors, such as rewards and punishment. They are sensitive to social norms and people’s 

expectations. They are more inclined to engage in activities to seek approval or out of 

obligation and duty, making them less likely to enjoy the feeling of self-determination. 

Working under the terms of a FT contract enforces control-oriented thinking, especially when 

there is a mismatch between the individual’s values and the nature of performed tasks. Hence, 

FT faculty are more likely to perceive their work tasks to be compulsory.  

In addition, Ryan and Deci (2017) argue that supporting self-determination requires 

environmental stimulation, offering conditions that foster three basic psychological needs: 

competence, relatedness, and autonomy. Competence refers to the feeling of efficacy and 

mastery when executing tasks and adapting to life events. A competence-supportive working 

environment would offer opportunities to learn and practise new knowledge and skills. It 

would also provide employees with all the needed tools and resources to perform the job to 

their potential. Relatedness refers to the feeling of belonging or being accepted by other 

members within the social context. Individuals need to feel that their presence and 

participation matter and are essential to others. Relatedness-supportive working environments 

would offer opportunities to build relationships and exchange thoughts and feelings, by 

working in teams or organising social events, for example. Autonomy refers to exercising 

self-actualisation through action or remaining true to one’s values and ideals. Autonomy-

supportive workplaces allow employees to have a choice in what they do and how they 

perform tasks. They would enable employees to reject assignments or methods that are not 

congruent with their beliefs.  

Analysing the PC of faculty members revealed that HE institutions do not fully nurture 

these needs. Both FT and PT faculty expressed a lack of training and development 

opportunities, limited feedback on performance, and restricted access to information and 

transparency. These could impede the faculty’s feeling of competence. The participants 

stressed that they need more empowerment, a work–life balance, and flexibility, which can be 

clustered under autonomy. Moreover, they indicated that they need to feel respected and 

appreciated, which is an essential ingredient for relatedness. From the viewpoint of FT 

faculty, institutions do not offer sufficient engagement with the industry or support for 

research, compromising their need for competence. They are not always given the 

opportunity to be involved in strategic decision-making nor are they always treated with 

equity and justice, reflecting a call for a higher level of autonomy. Having said that, the scope 

of the current study can only provide a glimpse of insight into the degree to which HE 
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institutions support autonomous motivation for employees, making it a potential area for 

future research and exploration. Research investigating the impact of autonomy-supportive 

managerial practices on faculty is very limited. The initial studies show that fostering 

autonomous motivation is best achieved by creating a supportive teaching culture rather than 

initiating separate incentives here and there (Wilkesmann and Schmid, 2014). There is also 

some evidence that autonomous motivation positively impacts effective teaching strategies, 

including instructional clarity, higher-order learning, reflective and integrative learning, and 

collaborative learning (Stupnisky, et al., 2018).  

5.4. Defining Frame: Culture or Sector?  

It is worth asking whether the study’s findings are unique to the Bahraini context (i.e. 

the culture) or universally shared by academics working in the HE sector. At a national level, 

Bahrain certainly fits the descriptions of a collectivistic culture. It is a country with strong 

social norms and traditions. People are expected to behave according to certain customs and 

are highly attached to their family and extended family members. “Saving face” and 

“honouring your word” are fundamental values within the culture. The country is small in 

size, making the community highly interlinked and intertwined. Concerning the norm of 

reciprocity, while people are expected to be good to those who treat them well, they are also 

expected to demonstrate tolerance and forgiveness when harmed or abused. Tolerance and 

forgiveness are judged as signs of strong character rather than weakness. In other words, the 

norm of reciprocity remains a foreign or western concept, and it is likely to be undermined in 

the case of negative treatment or violation, as suggested by intercultural research (e.g. Jung, 

et al., 2014).  

On the one hand, the “personal” nature of work relations was very evident in how the 

participants spoke about their institution and their relationships with students and colleagues. 

Signs of gossip and social comparisons also emerged in the data. Faculty compare themselves 

with others inside and outside the institution. Direct confrontation of issues and conflicts 

seemed to be rare and avoided. Loyalty and a high sense of identification with the institution 

were also very clear. Despite the growing number of private universities in Bahrain, it is still 

not common for faculty to jump from one institution to another. In many ways, these are 

patterns of behaviour that conform with collectivistic cultural norms. They also nurture the 

development of relational contracts.  
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However, neoliberal practices played a role in replacing some traditional values. This 

can be further explored using the three variables reflecting the impact of culture on the PC 

discussed by Rousseau and Schalk (2000), mentioned in Chapter 2. Regarding the 

enforcement of performance obligations, faculty indicated that there are no transparent and 

fair measures to evaluate their performance; however, the QA and accreditation requirements 

imposed specific productivity measures on them. These productivity measures influence 

promotion and appointment decisions in the case of FT faculty. FT faculty working at private 

institutions are more likely to be laid off due to performance issues or student feedback 

compared to those working at public institutions. On the other hand, PT faculty are 

vulnerable to the enforcement of performance obligations, regardless of the type of 

institution. Institutions have the absolute power and legal right to terminate PT contracts at 

any time. Indeed, performativity makes work relations more competitive rather than 

collaborative. In contradiction to the national norm, keeping promises did not seem to be a 

fundamental aspect of the employment relation in the current study. Like the French, 

participants expected inconsistencies and generally did not report a strong emotional reaction 

to violation of promises.  

Concerning sensitivity towards the unequal distribution of outcomes and rewards, PT 

faculty reported a concern about receiving financial compensation that is equitable to that of 

their FT counterparts. Still, the concern did not stop them from continuing the employment 

relationship. FT staff seemed more concerned about equity and justice when evaluating 

performance. Rousseau and Schalk (2000) describe governmental regulations and collective 

bargaining agreements as the most salient factors affecting pay negotiations. Collective 

negotiation is non-existent in Bahraini HE. Public institutions follow the pay schedules set by 

the Civil Service Bureau, and private institutions have complete freedom in determining pay 

for FT and PT faculty. Academics do not have an active union to bargain on their behalf, 

although the law does not restrict them from having one. They merely have a society that 

organises social and cultural events. Interestingly, none of the participants mentioned the 

society during the interviews, implying that it lacks influence and/or strong representation. In 

other words, academics in Bahrain may not be sensitive to equal outcomes, probably because 

the vast majority work in public institutions. Nevertheless, they are in favour of equal 

treatment and distribution of power. Power distance is supposed to be accepted in eastern 

culture and is a feature of the HE work culture. However, faculty members showed 

discomfort with bureaucracy. Participants did not like the unequal distribution of power 
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between those who hold a Ph.D. and those who do not, as well as the power difference 

between department heads/chairs and faculty members. 

Competitiveness and a performance orientation at work was reported by Forstenlechner 

and Baruch (2013) in the UAE. In addition, Aldossari and Robertson (2016) found that 

working in a western country changes an individual’s values and acceptance of his/her 

national culture upon returning. Most of the faculty members in Bahrain, especially those 

holding a doctorate, had studied and lived in the UK or the United States. Studying abroad 

can be argued to have a similar impact to working abroad on academics. Faculty are likely to 

compare the university they studied at with the one they work for. They come back with 

higher expectations and start to challenge existing practices. Given that these studies were 

conducted outside the HE context, this could suggest that the change in workplace values is 

not unique to Bahrain nor the HE sector. The cultural change comes in favour of transactional 

contracts. Indeed, based on a cross-national study of 13 countries, Rousseau and Schalk 

(2000) argue that there is a general trend towards transactional working arrangements.  

Neoliberal influences, mainly privatisation and performativity, enforce and encourage 

transactional employment arrangements. However, the findings from this study suggest that 

they do not necessarily result in transactional contracts. The study found that the cultural 

values within the HE sector in Bahrain are not in perfect alignment with the national cultural 

norms and that the working arrangements are changing. Considering the findings reported by 

Teelken (2012) above, the change in employment arrangements in Bahrain mirrors those 

found in other parts of the world. Unlike what Shen (2010) found in Australia, the nature of 

the PC resulting from these changes is not transactional. Typical employment in Bahraini HE 

remains long term, emotional, and open-ended. Even in the case of PT faculty, the resulting 

relationship is not transactional. In fact, Thomas et al. (2016, p. 258) state that “while cultural 

value orientations are shaped by the societal context in which individuals’ schemas are 

developed, it is possible for an individual to hold more than one culturally-based meaning 

system, even if they are in conflict”. Thus, I would like to argue that the nature of the PCs 

found in this study is the product of a dynamic interaction between cultural norms and global 

trends in the sector. Both frames interact, resulting in an additional layer of contradicting 

forces under which faculty members operate and function. Of course, validating this claim 

would require replicating the same study in different countries.  

5.5. How Useful Was the Psychological Contract as a Theoretical Lens?  
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It has been helpful to use the PC as a theoretical lens to analyse the employment 

relationship between faculty members and institutions. First, expectations, obligations, 

promises, and reciprocity were the primary building blocks that defined the research 

questions and steered the data collection process. Analysing the employment relationship 

using these concepts shifts the focus from the written/surface-level contract to the personal 

and psychological experience. In contrast to Guest’s (1998) view, I found that these basic 

concepts offer the researcher rich and deep opportunities for exploration. Expectations and 

obligations were beneficial in differentiating the scope of the FT faculty’s relationship with 

the institution to that of PT faculty. The concepts are much more comprehensive than 

“rewards” and “responsibilities” as they reveal individuals’ motivational values and ethical 

standards. There is a fundamental difference between what individuals believe their 

responsibilities are and what they oblige themselves to do. This difference was specifically 

relevant during the discussions with the PT faculty, who identified the tasks they do 

voluntarily as a sign of commitment to the institution or the students. They clearly understood 

that the tasks were not required, but they felt obliged to perform them. The concept of 

reciprocity helped in understanding the perceived balance in the employment relationship. 

Unfortunately, the participants reported a general lack of reciprocity. Still, lack of reciprocity 

did not always lead to dissatisfaction or violation, which means that reciprocity is not 

synonymous with satisfaction and fulfilment. It is a distinctive feature of the employment 

relationship, and is culturally sensitive. This supports Coyle-Shapiro and Shore’s (2007) 

argument, stressing that the employee–organisation relationship can be subjected to other 

norms, such as communal exchange. Promises appeared to be the least relevant concept in 

this research. Participants did not attach much meaning or value to promises and, to some 

extent, seemed to believe that promises are not binding unless written.  

The PC allows us to observe individuals and their unique stories, especially within a 

qualitative research framework. Like most studies, the objective of this research was to 

summarise the findings based on the collective themes that emerge from the data set. 

However, using the PC as a lens allows us to identify the similarities and differences between 

participants. The faculty members shared some powerful and shocking stories: the story of 

the highly ethical and principled participant who gave up a deanship and higher management 

positions to stand up for his colleagues and his values; the story of the traumatised participant 

who felt “enslaved” by her line manager and is currently doing a doctorate to gain power and 

restore balance in her relationship with the institution; and not to forget, the highly 



104 
 

experienced and seasoned author who has been alienated after reaching a certain age. To an 

extent, the institution has abused this latter participant, expecting her to perform FT 

responsibilities without giving her FT benefits. In fact, the responses received from PT 

faculty members who refused to participate in the study due to the sensitivity of the topic 

imply a hidden reality and untold stories that research might never tap into. 

To some extent, the bidimensional typology put forward by Rousseau (1995) helps 

describe the characteristics of the relationship between the employee and the institution. The 

interaction between time frame and performance requirements as dimensions gives the 

researcher some general terms to use when describing the similarities and differences 

between groups of employees at a high level. However, does this mean that all PT faculty 

experience the same kind of contract and all FT faculty experience the same kind of contract? 

This is of course not the case, as we know that the PC is idiosyncratic in nature. Participant 

no. 4 and participant no. 6 are both FT faculty working for public institutions, yet the 

relationships with their employers are not identical. There is a difference in the breadth of the 

relationship in terms of levels of interaction or engagement between the faculty and the 

institution. Participant no. 6 is involved in many more committees and works in a much 

larger and more complex organisational structure. There is also a difference in the depth of 

the relationships. Participant no. 6 expressed a wider range of expectations and obligations. 

Gender, seniority, tenure, qualification, experience, and field of expertise could account for 

the difference. Or there may be differences in the features of the institution, such as size, age, 

strategy, and structure. Classifying a personal construct using a limited number of dimensions 

will always be a challenge. 

Certainly, this study was able to take advantage of the concepts and framework that 

Rousseau (1995) put forward to compare FT with PT faculty. It helped in understanding how 

faculty feel and how they perceive their institution. This paper considered the issue of 

synergy between expectations and obligations in the formation and development of the PC, 

which did not seem apparent in Rousseau’s conceptual framework. Assessing the synergy 

between expectations and obligations shed light on the level of autonomous motivation 

experienced by FT faculty in contrast to PT faculty. Indeed, the self-determination account 

discussed above attempted to build on the theory to explain why PT faculty seem more 

satisfied and express more positive emotions than FT staff; however, it does not explain why 

unhappy faculty stay and keep investing in the relationship. The anthropomorphic identity 

claim, or the agency problem, appears to provide some explanation. Still, this contradicts the 
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assumptions of the Dynamic Phase Model presented in Chapter 2 (Rousseau, Hansen and 

Tomprou, 2018). The model, which is also influenced by self-regulation principles, suggests 

that individuals are motivated to minimise the discrepancy between their reality/environment 

and their internal standard/goal through a continuous feedback mechanism. Individuals are 

expected to adjust their effort and attention based on the level of this discrepancy. Based on 

the model, negative emotions, such as dissatisfaction and frustration, should motivate the 

faculty to minimise their investment in the relationship and/or maybe exit the employment 

contract, which contradicts this study’s findings.  

Nevertheless, it must be stated here that the Dynamic Phase Model analyses the 

evolution of the PC over time, while the present study was not longitudinal and simply 

looked at participants at one particular point in time. The content and nature of the PC could 

have changed from the date of joining the institution to the time of the study due to the 

cumulative effect of the discrepancies between expectations and actual outcomes; however, 

the scope of the study is not sufficient to identify this. Similarly, although the participants 

expressed an over-investment in the relationship from their end, it might be that their current 

level of effort is lower than what it used to be in the past (self-regulatory response). In 

addition, out of the ten participants, one was probably more emotionally charged than the 

others, reflecting a recent encounter of breach and violation. The recency of negative 

encounters can affect the content of the findings. Interestingly, the participants in the current 

study seemed “habituated” or acclimatised to unmet expectations to the extent that the 

reactions were not as intense as expected.  

As Meckler, Drake and Levinson (2003) highlighted, as a cognitive and social theory, 

the PC does not address the unconscious processes behind human behaviour. There are 

instances where the norms of reciprocity and self-regulation do not explain why individuals 

react in ways that are counterintuitive. The general state of contradiction and dissonance 

found in this study could be triggered by unconscious defence mechanisms and moral values 

embedded in the culture. By expressing pride at being a member of the institution, faculty 

could be defending their ego-ideals and self-identity. Faculty might find it difficult to admit 

that they choose to remain in the employment relationship because they fear leaving or fear 

rejection when applying for a different job. Examining the biases and heuristics that interplay 

in the formation of the PC and its outcomes could add value to the conceptual framework. 

Furthermore, the PC research examines the relationship between the employee and 

organisation in isolation from the other relationships or identities that individuals juggle on a 
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daily basis. In the same way that faculty members hold PCs with institutions, they also hold 

PCs with their job, students, and families. Sacrifices that they make within the employment 

relationship might be hard to justify without stepping back and looking at faculty members 

from a more holistic angle. Research in the field shows that a high level of integration with 

the profession and intrinsic motivation mitigate the impact of PC breach (e.g. Bynum, 2012; 

Shaver, 2014; Corder and Ronnie, 2018). It has already been established that teaching is a 

role with an archetypical nature, characterised by a strong professional identity and a 

collective code of conduct. Therefore, faculty members might remain in an imbalanced 

employment relationship because their commitment to their professional ideals is of great 

importance especially within a collectivistic culture context. Thomas et al. (2016) stress that 

there is a cultural difference in terms of how individuals define what constitutes a positive 

self-image. They state that “those with interdependent selves (collectivists) derive a positive 

self-image from belonging, fitting in, occupying one’s proper place, maintaining harmony, 

receptivity to others, and restraint of personal needs or desires” (Thomas et al., 2016, p. 260). 

 

6. Chapter Six: Reflections   

This chapter aims to reflect on the research design and findings from an empirical 

perspective. It will evaluate the quality of the research conducted using the concepts of 

reliability, validity, and generalisability. Other areas of strengths and limitations concerning 

the research design will also be highlighted.   

6.1. Reliability, Validity, and Generalisability  

The reliability of any study concerns two main qualities: the freedom of error in 

measuring results and consistency of procedure. It can be said that the first quality is not 

applicable to qualitative research, where the collection of data does not aim to measure a 

phenomenon or a construct using a numerical scale. However, replication and consistency of 

research procedures are to some extent applicable and relevant. In the current study, all 

participants received the same brief prior to the interview and were interviewed by the same 

researcher. The interview was semi-structured and followed the same schedule and general 

themes of discussion. Naturally, there were some minor variations in the phrasing of 

interview questions depending on the flow of the conversation with each participant. All 

interviews were conducted in English and transcribed verbatim, except for one. As explained 

in the methodology chapter, conducting the interview in Arabic was based on an ethical 



107 
 

judgement. It is also worth noting that interviewing in English would have jeopardised the 

depth and richness of the data collected. Silverman (2020) argues that the reliability of 

qualitative research rests on deploying “low-inference descriptors”. This involves recording 

data using concrete terms, including the use of direct quotes from participants. The reliability 

of qualitative research is also said to be enhanced by providing a clear and transparent 

description of the process used when analysing and interpreting data. As evident in the data 

analysis section and the results chapter, both aspects were considered in the design and 

execution of this research. The content and nature of the PC were operationally defined and 

directly linked to the interview questions. The process used for the data analysis and theme 

generation was described in detail and supported with verbatim quotes.  

I must acknowledge that the data interpretation was influenced by the understanding I 

formed of the PC based on my personal experience and exposure to the literature. Other 

researchers could identify other codes or find different themes. Some might consider this a 

source of bias, but I believe this subjective interpretation is needed to reach new insights and 

further develop knowledge. It contributes to the contextualisation of the PC as a construct in a 

new culture and reflects the essence of “critical realism”, which this research is based on. 

Nevertheless, having a second researcher to review the coding of the data would have been of 

value if the study was not part of a doctorate assessment process. Some researchers also 

recommend reporting the findings back to participants for a factual check. I personally 

believe that such steps could distort the data. A key virtue of interviewing is providing 

spontaneous and natural responses to questions. By taking the responses back to the 

participants and asking them to check them, we provoke them to judge themselves and 

perhaps worry about how the responses will be interpreted. Accordingly, participants may 

change their responses to make them more socially desirable or acceptable.  

Moreover, the validity of research concerns the degree to which the method used 

reflects the social phenomenon under study (Cohen, et al., 2011). So, within the scope of the 

current study, how can we ensure that the findings represent the content and nature of the PC 

of academics and not something else, such as job satisfaction or engagement, for instance? 

The first step in establishing the validity of the construct rests on developing an operational 

definition that is based on the literature. As mentioned above, the research design focused on 

the PC’s two specific dimensions: its content and nature. The content of the PC was defined 

as the items constituting the terms of the exchange between the employee and employer. It 

was represented by “what the faculty member expects from the institution and feels obliged 
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to offer in return”. The nature of the PC was defined as the characteristics of the exchange as 

perceived by the faculty members. The nature of the PC is a much more complex and open 

concept, and hence it was necessary to narrow it down. The nature of the contract was 

represented by “how faculty perceive the institution’s treatment of them in terms of fairness 

and reciprocity”. Expectations, obligations, and reciprocity are grounded in Rousseau’s 

(1995) theoretical framework. It is worth noting here that using reciprocity and fairness to 

understand the nature of the PC seemed particularly relevant or fit for the purpose of the 

study. Reciprocity and fairness are emotionally charged concepts and allowed me to look into 

the employment relationship’s affective and more personal side. Other characteristics, such as 

time frame and openness/specificity of performance, were interpreted based on the 

participants’ answers. 

As the interview schedule shows, the data collected about the nature of the PC were 

validated by asking the participants about the impact of the employment relationship on their 

personal and professional lives. This part of the interview helped double-check the 

researcher’s understanding of the participants’ perceptions of the employment relation and 

spot any contradiction in the data provided. Participants were also asked to recall a time when 

the employer did not honour a promise to ensure that the findings do not neglect contract 

violation, which is an important dimension in shaping the nature of the PC.  

The validity of the research also concerns the degree to which the findings are credible 

and trustworthy. Silverman (2020) proposes that the credibility of qualitative research can be 

enhanced using five techniques: analytic induction, constant comparative method, 

comprehensive data treatment, deviant case analysis, and appropriate tabulation. Analytic 

induction refers to approaching the data with an open mind and avoiding prior hypotheses. 

Analytic induction is a core feature of the thematic analysis procedure applied. The constant 

comparative method involves comparing different data sets with the emerging themes and 

findings. In this study, the data collected from FT faculty was separated from PT faculty. The 

thematic analysis procedure was applied to each data set separately before amalgamating the 

codes into themes. This process allowed me to compare the similarities and differences 

between the data sets; Table 7 in the findings and results chapter illustrates this comparison. 

The analysis applied a comprehensive data treatment as well. The data obtained from all the 

participants was used to conduct the analysis and generate the codes and themes. Deviant 

case analysis entails highlighting individual participants who deviate from the group in 

relation to a particular finding, which is basically a product of constant comparisons. 
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Throughout the results section, deviant cases were identified to avoid building false 

impressions or exaggerating the prevalence of the findings. For example, it was pointed out 

that of the five PT faculty interviewed, four expressed contentment at teaching PT while one 

did not. It was also highlighted that out of the ten participants, three described their 

relationship with the institution as reciprocal, and eight expressed their intention to stay and 

continue teaching for the institution. Using such simple counting techniques supports the 

validation of the data interpretation and allows the reader to make a judgement. Simple 

tabulation is another numerical technique implemented to enhance the validity of the thematic 

analysis. Table 5 maps participants to the research themes and sub-themes to illustrate to the 

reader that the generated themes are supported by data obtained from all participants. A 

theme cannot be claimed as valid if supported by data obtained from only one or two 

participants.  

The generalisability of the research concerns the degree to which the findings represent 

the wider population or other data sets (Cohen, et al., 2011). The sample size and 

representation are key in this regard. Despite the limited number of participants, the selected 

sample counterbalanced gender (males vs. females), type of institution (public vs. private), 

and employment contract (FT vs. PT). The sample also included faculty from different 

academic specialisations and holding varying levels of academic credentials. Still, the fact 

that there are only two public HE institutions in Bahrain, with one of them only hiring FT 

members, limited the sources of the sample and the ability to counterbalance the number of 

private and public institutions represented. Although the sample included five faculty 

employed by private institutions and five faculty employed by public institutions, the data 

only came from two public and three private universities. Expanding the sample size to 

represent a bigger number of institutions and a wider range of academic disciplines is worth 

exploring in the future. The sample did not include faculty members teaching healthcare (e.g. 

medicine, nursing, and pharmacy) or arts and humanities (e.g. history, philosophy, and fine 

arts) courses. Furthermore, developing a questionnaire based on the thematic map presented 

here and conducting a quantitative follow-up study could strengthen the generalisability of 

the findings.  

Referring to Whittemore et al. (2001), Creswell (2007) discusses another philosophical 

dimension relating to sample representation in qualitative research. It is argued that a 

representative sample needs to be “authentic” in the sense that it encompasses different 

voices within the targeted group. Beyond the counterbalancing technique associated with the 
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“stratified purposeful” sampling strategy mentioned above, it can be said that the selected 

participants provide a diverse mix of voices. The participants represent different nationalities, 

providing an overview of how locals and expatriates relate to institutions operating in 

Bahrain. The participants also represent different generations of educators with varying years 

of teaching experience (3 years to 40 years). The group includes the voices of faculty 

members who have experienced both forms of employment arrangement, shifting from FT to 

PT employment and vice-versa, and those who have not. The sample also represents the 

voices of those who had the chance to work at different institutions and those who never 

worked anywhere else. This diversity contributed to the triangulation of data. In the current 

study, comparing perspectives enriched the analysis process and revealed a more detailed 

thematic map. It also increased the relevance or relatedness of the findings to the different 

readers belonging to the same community. Perhaps the main group of academics omitted 

from the sample is the group of faculty holding a managerial/leadership position at the time 

of the data collection, such as department heads or deans. This group might offer a 

completely different perspective of the relational narrative due to their direct contact with 

regulatory authorities and accountability for the financial and academic performance of 

colleges/departments.  

Still, one may question the trustworthiness of the sample in particular. It is important to 

highlight that participation in the study was voluntary. The participants were not nominated 

by their institutions and had complete freedom to refuse participation. In fact, some faculty 

members felt that the topic of the study was too sensitive for them to participate, as 

mentioned earlier. Participants were willing to share their experiences and be open about the 

pains and gains of academic work. During the interviews, they used examples and described 

specific incidents to support their perceptions and feelings. It is also important to note that 

academics have a much greater understanding than others of how research is conducted and 

are particularly motivated to contribute to knowledge development. 

6.2. Other Strengths and Limitations  

The design of the current study enjoys various areas of strength. Firstly, the analysis of 

the PC presented here is based on a qualitative investigation in a field generally dominated by 

quantitative research. Conducting a qualitative investigation is in line with the idiosyncratic 

nature of the PC as a construct. As stated earlier, most studies focus on contract violations, 

organisational contexts, or the outcomes of the PC. The study is situated in a tight niche 
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within the research exploring the content and nature of the PC of faculty members in HE. 

Secondly, this study takes a step back by trying to understand faculty’s perceptions about 

their expectations, obligations, and how they relate to the institution without referring to 

predetermined factors as an anchor. Unlike the majority of studies, this study employs the 

conceptual framework offered by Rousseau (1995) without relying on her questionnaire as a 

tool to collect data. Staying away from using a questionnaire to collect data facilitated the 

opportunity to find a new type of PC that has not been identified or addressed in other 

studies. It also helped obtain rich data representing the participants’ personal experiences, 

highlighting how similar and yet different they can be. Thirdly, this study compares the 

content and nature of the PC of FT faculty and PT faculty working at different institutions, 

making it the first of its kind in Bahrain and unique even at the international level. Finally, 

the data analysis approach used was careful and systematic. It deployed multiple validation 

techniques to provide, I would not say bias-free, but evidence-based conclusions.   

Just like any research, this study has some limitations. Starting from the theoretical lens 

applied, it can be said that the notion of the PC offered a helpful and practical framework to 

structure the research design, but it came short in analysing some aspects of the findings. 

Hence, there is a need to investigate the PC’s explanatory power when it comes to employees 

who choose to continue investing in the employment relationship, despite reporting negative 

emotions and interactions. Rousseau’s account seems to help in describing the “what” and 

“how” of employment relationships but can be further improved to explain “why” 

relationships develop and unfold in certain ways. Utilising the Dynamic Phase Model 

(Rousseau, Hansen and Tomprou, 2018) to discuss findings was challenging, as it requires a 

longitudinal research design, and is more relevant to instances where there is a clear 

experience of violation. Incorporating motivational theories in the research, such as Self-

determination Theory, could have clarified what causes the difference between FT and PT 

faculty in terms of affective reactions to the employment relationship. 

The PC is a self-report concept reflecting the employment relationship from the 

employee’s perspective only. It would be interesting to explore the extent to which the 

institution’s perception of the employment relationship shapes the faculty’s feelings and 

perceptions. In other words, do the expectations and obligations reported by faculty members 

match what the institution expects from them and can offer in return, and is the resulting PC 

intentionally/consciously engineered by the institution and its agents? Also, this study 

examined the content and nature of the PC and did not address factors that lead to contract 
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fulfilment and violation. Looking back at the research questions and interview schedule, I 

feel that there was a missed opportunity there. Collecting data about the participants’ 

perceptions of the HE sector in Bahrain in general could have helped explain why faculty 

choose to remain loyal and not work somewhere else. It might be that faculty members 

believe that changing institutions will not make a difference, as all institutions are the same. 

 

7. Chapter Seven: Conclusions 

This chapter will provide an overview of the research study conducted and the key 

take-home messages that can be extracted. The chapter will include recommendations to 

institutions and regulators based on the findings to maintain positive and functional working 

relationships within HE. The significance of the study and its contribution to the body of 

knowledge will also be highlighted and a modified version of the PC model will be presented. 

Finally, the chapter will discuss the implications of the findings for future research in the area 

of the PC.  

7.1. What Did We Learn from the Study?  

This thesis provided a critical and comprehensive discussion of a key social and 

cognitive construct that influences a wide range of organisational outcomes, known as the 

PC. The PC is a complex and intertwined network of beliefs representing how employees 

perceive their relationship with their employers. The formation of the PC starts before the 

employee joins the institution and is shaped by internal factors, such as the employee’s 

motivation, values, past experiences, and culture, as well as external factors, such as the 

organisation’s policies, actions towards other members, and interactions with colleagues. The 

PC is a dynamic concept that is continuously developing; it is voluntary and inevitable. 

Employees will always form a perception of their relationship with their employer, even if 

this perception is not conscious and not aligned with what the employer intended it to be. The 

PC constitutes the expectations of what the employee believes that he/she is entitled to 

receive and the obligations that he/she believes the employer owes in return. The degree of 

agreement between the employee and employer about the terms of the relationship (i.e. 

expectations and obligations) tends to be unclear and poorly communicated, especially as 

time passes and circumstances change. Yet, the PC plays an instrumental role in shaping the 

employee’s actions (e.g. performance and attendance) and attitudes (e.g. commitment and 

satisfaction) towards the organisation.  
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Institutions in the Bahraini HE sector rely on both FT and PT faculty members to teach 

courses. Although data describing the proportion of FT to PT faculty teaching at each 

institution and the nature of their courses are collected regularly by both the HEC and BQA, 

those data are not accessible to the public. For better or for worse, the results of this study 

suggest that the PT teaching experience in Bahrain is very similar to elsewhere. Faculty are 

paid on an hourly basis, compensating for teaching time only and not taking into account the 

time spent on preparation or administrative work. They receive limited orientation, 

development opportunities, and feedback on performance. They interact with a small network 

of individuals within the institution and rely on programme coordinators for guidance and 

direction, making their experiences heterogeneous. A feature that is perhaps unique to PT 

faculty in Bahrain is that they are loyal and attached to the institution that they serve. They 

are not likely to teach at multiple institutions during a particular semester. PT faculty trade 

“having a voice” in the institution and job security for a higher level of control over teaching 

load and choice of subjects. Analysing the PC of PT faculty showed that they expect less 

from institutions and are willing to go beyond the written description of their job. 

Accordingly, the findings support the literature suggesting that PT faculty can be somewhat 

more satisfied with their job and develop a more positive relationship with their institution 

than their FT peers. They develop a unique bond with their institutions, which is uncertain, 

short term, but open and emotional, and hence may be described as “focused”. This unique 

PC type seems to be neglected in Rousseau’s work and the literature in general.  

However, the study showed that FT and PT faculty have a lot in common. They share 

the same obligations towards students, including preparing teaching materials, delivering 

content, designing assessments, offering feedback, and providing general support (inside and 

outside the classroom). The findings suggest that teaching is teaching, regardless of the 

employment arrangement or status. In other words, framing teaching as a PT responsibility is 

challenging and can be unfair, especially when faculty are paid by the hour. FT and PT 

faculty also share similar expectations but may differ in the degree to which they feel that 

those expectations are being met/fulfilled by institutions. The main divergence between FT 

and PT duties lies outside the teaching arena. FT faculty perform additional responsibilities 

that are directed towards the institution, including conducting research, curriculum 

development, committee membership, and attending social or extracurricular events. Both FT 

and PT faculty are subject to neoliberal and managerial influences; however, FT faculty are 

more susceptible to those influences. PT faculty only perform QA responsibilities that are 
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tied to the courses they teach, and hence can escape programme and institutional QA and 

accreditation reviews. They are also less exposed to the day-to-day regulatory requirements 

that FT faculty deal with, such as seeking approval when changing curricula or hosting 

events. Interestingly, the neoliberal movement is also associated with budgetary cuts and 

reducing investment in research and development, an area of great importance to FT 

academics. As a result, the study indicates that being FT faculty in the modern era leaves 

individuals in an imbalanced relationship that can be frustrating and exhausting.  

Moving beyond expectations and obligations, this study revealed that the nature of 

faculty members’ relationship with institutions is paradoxical. Being an academic member 

requires individuals to juggle contradicting values and emotions. Faculty members enjoy 

teaching, and it brings them passion, pride, and a sense of autonomy inside the classroom. At 

the same time, they are bound by bureaucratic procedures, performance standards, and 

external regulations that restrict their ability to shape the overall teaching and learning 

experience in a way to which they might aspire. It is almost impossible to have a discussion 

with faculty members about courses and programmes without mentioning the HEC or the 

BQA. They also feel that their PC with institutions is not reciprocal, keeping them on the 

disadvantaged side of the relationship. Still, they remain loyal and committed to their 

institutions. One could argue that such loyalty and commitment encourages institutions to 

take faculty for granted. Institutions are less likely to change or act when retention is not a 

real problem to the business. Reviewing the literature showed that disrupting the PC does not 

always impact employee turnover, but it certainly affects employees’ self-regulation. 

Institutions ought to realise that managing effort and contribution is more dangerous than 

employees leaving.  

The HE sector, in Bahrain and arguably elsewhere as well, is subject to power tension 

and conflicting forces. Student satisfaction, regulatory interventions, academic freedom, and 

business sustainability are fundamental challenges faced by universities. Those challenges 

put pressure on faculty members too. For example, it is extremely difficult to meet the 

individual needs of students or cohorts while maintaining course consistency over time. 

Faculty members are expected to be student centred and use differentiated teaching 

techniques without touching learning outcomes. The Bahraini HE sector is a very tight 

community where individuals engage in different levels of comparisons, steered by limited 

public data and official information. Faculty are likely to compare the benefits they receive 

with other colleagues inside and outside the institution. The information that they obtain from 
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their informal network might lack accuracy and reliability. In addition, working relationships 

seem to be personal, which could lead to subjective judgement and attribution of decisions. 

There seems to be a need for open and straightforward dialogue amongst colleagues and with 

top management.  

7.2.  Practical Implications: A Message to Institutions and Regulators  

Analysing the PC of faculty members in the Bahraini HE has practical value to 

institutional leaders and regulators. It helps identify a wide range of issues affecting 

employee satisfaction and institutional climate in the long run. Here are some operational 

practices and recommendations that can be implemented in light of the research findings: 

- Adopting the PC framework as part of the recruitment and performance 

dialogue. As simple this might sound, discussing expectations and obligations during 

interviews and performance appraisal meetings can be very powerful and easily 

missed. Institutions need to realise that this discussion should be a two-way process. 

The institution’s representative attending these discussions should be aware and able 

to negotiate what is expected from faculty members and what can be offered to them 

in return.  

- Evaluating faculty’s scope of work. It seems that the HE sector’s adaptation of 

managerial or corporate practices is patchy. Actions of performativity in the business 

world are usually based on regular job evaluation and market benchmarking studies, 

which is not evident in the Bahraini HE sector. There is a need for a nationwide study 

to assess the workload of both FT and PT faculty. The increased workload, especially 

for FT faculty members, seems to deprive them of a balanced life and potentially 

affect their well-being. Additionally, publishing a pay-scale that institutions and 

faculty can refer to when offering or accepting jobs could reduce the feeling of unfair 

treatment, and the need for gossip. Such job evaluation and benchmarking studies can 

either be commissioned by a regulatory body or a consortium of institutions. Most 

importantly, the outcomes of the studies should be available in the public domain to 

inform parties and not to impose additional regulations. 

- Bringing teaching back to the centre. Institutions have been busy trying to prove 

their credibility by engaging in QA reviews, professional accreditations, and 

international partnerships. Within the journey, they forgot that faculty are primarily 

hired to teach and that teaching requires preparation. The time required to prepare 
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teaching materials and assessments should be considered when distributing 

responsibilities (e.g. course coordination, committee membership, academic advising, 

supervision, and moderation). There needs to be a fair metric that considers the 

number of taught credits, course level, number of enrolled students, and nature of the 

course (i.e. practical or theoretical). Similarly, the time required to mark assessments, 

especially essays and research projects, should be considered. The use of Teaching 

Assistants (TA) does not seem to be common in Bahrain, and perhaps is much 

needed. In addition, institutions need to adopt a holistic approach when evaluating 

faculty’s performance. Students’ feedback and line managers’ reviews were reported 

to be problematic. Institutions are recommended to pilot other methods of assessment 

to triangulate information, such as anonymous 360-degree appraisals and/or peer 

observation schemes.  

- Giving PT faculty a voice and better orientation programmes. Like most of their 

peers elsewhere, PT faculty in Bahrain rarely receive a proper orientation and 

pedagogical training before they start teaching. Institutions are advised to prepare 

clear manuals addressing key policies and procedures relevant to the delivery and 

assessment of courses, as well as the relevant administrative procedures (e.g. how to 

collect payment or request equipment). The manual should lay out the “dos and 

don’ts” of faculty and student interaction. PT faculty who come directly from the 

industry should receive some pedagogical training, addressing basic concepts such as 

outcome-based curricula, the difference between summative and formative 

assessments, and pitching assessments at a particular level. They also should have 

access to a grievance procedure when they face a conflict with other members of staff 

or students. Giving PT faculty a voice can help institutions identify issues that they 

are not aware of and enhance quality.  

- Restructuring research and development funding programmes. Despite the HEC 

regulation imposing that 2% of institutions’ revenue should be invested in human 

development and 3% in research, participants in the study stressed the scarcity of 

opportunities. There could be a problem in accessing and distributing the allocated 

fund, or maybe a shortage in enforcement and compliance. Considering that such a 

regulation is already in place, I suggest restructuring the mechanism used to enforce 

it. Instead of asking for evidence on spending the money retrospectively, the HEC 

could consider collecting the fund at the beginning of the academic year and allowing 

individual faculty members to apply for the fund directly. To keep the process fair, the 
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utilisation of the fund by the members should not exceed the contribution paid by 

their institution.  

- Reviewing the QA and compliance requirements imposed on institutions. There is 

a serious need to open an inquiry questioning the real added value of the multiple 

reviews and regulatory requirements imposed on HE institutions over the past ten 

years. A joint committee between the BQA and HEC is recommended to meet 

different focus groups representing university management, administrative staff, and 

faculty members to identify areas of overlap/redundancy in the current QA and 

compliance procedures. Aligning the existing reviews (institutional review, 

programme-within-college, NQF, accreditations, and attestation) should reduce the 

duplication of efforts and wasted resources, not only for institutions but for the 

government as well.  

7.3. A Modified Model of the Psychological Contract 

In summary, Rousseau (1995) offers a simple yet sophisticated conceptualisation of the 

PC. Her model defines the building blocks of the relationship between individuals and 

organisations, and explains the social and cognitive mechanisms that underpin its 

maintenance and evolution over time. Her conceptualisation reframes the employment 

relationship as an exchange of obligations instead of an exchange of benefits. Apart from the 

norm of reciprocity, Rousseau (1995) offers a neutral or “value-free” account of the PC. She 

does not condition the fulfilment or breach of the PC on any prescribed characteristics, 

qualities, or needs, acknowledging individual differences in that regard. Hence, she offers a 

flexible conceptual framework that can be implemented in different cultures. Applying the 

PC model in the Bahraini context demonstrates its applicability to collectivistic cultures. In 

fact, this study shows that faculty members rely on a mixture of values and beliefs, 

individualistic as well as collectivistic, to evaluate their relationship with institutions. 

However, Rousseau’s account ignores the unconscious dynamics determining human 

behaviour and emotion. It also fails to recognise key external factors affecting the reaction to 

PC breach, including the other competing relationships and priorities that individuals juggle. 

In other words, there is a need to look beyond the internal interaction between individuals and 

organisations, and assess how the employment relationship fits within the overall value 

system of individuals. The response to breaches and violations is influenced by the degree to 

which maintaining a fulfilling employment relationship is important to individuals in the first 



118 
 

place. It is worth noting that this shortcoming is not specific to the application of the model in 

the Bahraini context and could apply to other cultures. 

This study was designed to apply Rousseau’s (1995) conceptualisation as a theoretical 

lens and did not intend to develop a new model of the PC. Nevertheless, the findings 

emerging from the study, along with the critical discussion of the literature, present an 

opportunity for proposing a modified model. Figure 4 below illustrates a modified model 

outlining the different stages of the PC based on the Dynamic Phase Model introduced by 

Rousseau, Hansen and Tomprou (2018).  

Figure 4: A Modified Model of the PC 

 

The formation stage is a product of the interaction between multiple internal (e.g. 

personal dispositions, past experiences, and frames of reference) and external factors (e.g. 

organisational messages, practices, and peer influence), which shape the employee’s self-

perception and beliefs about the organisation. As time passes, the employee engages in an 

ongoing process of assimilation and differentiation, resulting in an idiosyncratic PC and 

maintaining a sophisticated set of expectations and obligations. Employees will remain at this 

stage until they experience a disruption in their relationship with the organisation. 

Disruptions may result from inconsistencies between expectations and actual outcomes, as 

Rousseau (1995) suggests, or a lack of synergy between expectations and obligations (i.e. 

autonomous motivation). The affective reaction to the disruption will depend on the degree to 

which the employee was attentive or vigilant, which in turn depends on many factors 

addressed in the literature, including the history of the relationship and unconscious 

dynamics. Noticing the disruption will activate an evaluation process, assessing the valence 

of the loss and attributing its underlying causes. If the disruption was believed to be 
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unintended or unimportant, the employee would likely experience positive affect and attempt 

to repair/restore the relationship. On the other hand, if the disruption was believed to be 

intended or important, then the employee would likely experience negative affect. However, 

it is argued here that negative affect does not result in a negative response by default. The 

reaction to violation is subject to interlinked conscious and unconscious processes determined 

by internal and external factors, including but not limited to: financial reliance, attachment to 

people (inside and outside the organisation), cultural values, and positive self-image. In other 

words, the employee will develop a perception of control over outcomes by shuffling 

multiple identities. A positive perception of control over outcomes would likely motivate 

employees to exit the relationship, while a negative perception of control over outcomes 

would likely motivate them to redesign the relationship by self-regulating attitudes and/or 

effort. Redesigning the relationship could involve adjusting the content of the PC only or lead 

to a more fundamental change in its nature. 

7.4.  Theoretical Contribution and Implications for Further Research   

This study is the first of its kind in the Bahraini HE context. It presents the first 

exploration of the content and nature of the academic PC. The study identifies key themes of 

expectations and obligations constituting the foundation of the relationship between academic 

staff and universities as employers. It highlights the similarities between the perceptions and 

experiences reported by faculty members working in Bahrain and those working elsewhere. It 

suggests that the working arrangements of PT faculty are identical to those mentioned in the 

literature, yet the reaction to the working conditions depends on the career objectives and 

motivational values of the individual. The results imply that choice is probably the most 

salient factor affecting PC fulfilment for PT faculty. Furthermore, the study supports the 

literature advocating the relational nature of the academic PC for FT staff. More importantly, 

it challenges the classical typology established by Rousseau (1995) and argues that short-term 

and open/not specific relations are not necessarily transitional or broken. The findings of the 

study provide evidence that the resulting PC can be fulfilling and strong enough to sustain a 

working relationship between the employee and the employer, a relationship that is “focused” 

in nature. The new proposed PC might not be unique to the HE context and could be relevant 

to other industries and sectors. The thesis also challenges the importance of the norm of 

reciprocity to employee fulfilment and attitude towards the institution. Although probably 

counterintuitive and not predictable, the study suggests that non-reciprocal relationships do 

not necessarily result in resentment and grudges.  
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This thesis only touches the tip of the iceberg when it comes to understanding and 

analysing the employment relationship between faculty members and HE institutions. While 

it answered what constitutes the content and nature of the academic PC, and how different the 

FT academic contract is from the PT one, the thesis pinpoints many other questions that need 

to be answered. It offers a fresh account of the difference in PC between FT and PT faculty 

based on the Self-determination Theory (Ryan and Deci, 2017) and maps the content of the 

PC with its basic psychological needs, opening the door for a rich field of future research. 

Evaluating the degree to which HE institutions nurture autonomous motivation is an area of 

great importance. Future research may attempt to rank or prioritise expectations in terms of 

importance to academic staff. It will be useful for institutions to understand which 

expectations are more salient to PC fulfilment for both PT and FT members. Also, while 

there is clear evidence that the way FT faculty relates to institutions differs from PT faculty, 

the underlying factor causing this difference is still vague. Does the employment status itself 

condition individuals to experience a certain type of contract or do PT employees share latent 

personality characteristics that make them different? Furthermore, conducting a longitudinal 

study to monitor the development of the PC over time for both PT and FT faculty could help 

us better understand the extent to which unmet expectations affect loyalty and commitment.  

HE was traditionally a safe haven for individuals who look for freedom of thought and 

expression of their true selves. Sadly, this study shows that the HE workplace is not always 

ideal, objective, and fair. The study highlights the contradicting reality and internal 

experience that the neoliberal world brought to academic community members. It sheds light 

on the darker side of QA and accreditation and the effects of managerial practices on faculty 

members as professionals and individuals. Investigating the long-term impact of experiencing 

“value schizophrenia” on the well-being of FT and PT faculty is of great importance. In 

addition, after a decade of invading the HE sector, it is time to question whether the 

additional emotional strain and administrative workload resulting from neoliberal practices is 

actually justifiable. Researchers should start to evaluate the real value of QA and 

accreditation reviews in improving teaching and learning. 

Finally, the thesis contributes to the internationalisation of the PC account established 

by Rousseau (1995) and supports its utility in different contexts. The thesis consolidates the 

strengths and gaps discussed in the literature by sketching a modified version of the model. 

The proposed model builds on Rousseau’s conceptualisation by incorporating the following 

assumptions: 
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I. The lack of synergy between expectations and obligations may disrupt the 

employment relationship, in the same way that inconsistency between internal goals 

and actual outcomes does. 

II. The development of the PC is subject to both conscious and unconscious 

mechanisms at all stages. 

III. The reaction to breach is not always logical and cannot be explained without 

considering the individual’s overall value system or the other salient identities that 

the employee continuously shuffles.  

IV. The employment relationship does not exist in a vacuum and is influenced by the 

economic and political realities of the sector.  

Studying the PC in Bahrain has helped to highlight these particular points; however, 

incorporating them into the model has universal potential. In other words, the additional 

assumptions are not specific to the Bahraini context and can be applicable to other cultures. 

Accordingly, this study advocates a multilevel conceptualisation of the PC, addressing the 

cognitive, social, and unconscious processes that converge in weaving its schematic fabric. 

Of course, validating this new conceptualisation requires further research and exploration.



122 
 

References  

Abdullah, N.L., Hamzah, N., Arshar, R., Isa, R. and Abd. Ghani, R., 2011. Psychological 

contract and knowledge sharing among academicians: mediating role of relational social 

capital. International business research [Online], 4(4), pp.231–241. Available from: 

https://doi.org/10.5539/ibr.v4n4p231. 

Adams, J.S., 1963. Toward an understanding of inequity. Journal of abnormal psychology, 

67, pp.422–436. 

Ahmad, I., Donia, M.B.L., Khan, A. and Waris, M., 2019. Do as I say and do as I do ? The 

mediating role of psychological contract fulfillment in the relationship between ethical 

leadership and employee extra-role performance. Personnel review [Online], 48(1), 

pp.98–115. Available from: https://doi.org/10.1108/PR-12-2016-0325. 

Aldossari, M. and Robertson, M., 2016. The role of wasta in repatriates’ perceptions of a 

breach to the psychological contract: a Saudi Arabian case study. International journal 

of human resource management [Online], 27(16), pp.1854–1873. Available from: 

https://doi.org/10.1080/09585192.2015.1088561. 

Allport, F.H. (1962). A structuronomic conception of behavior: individual and collective: I. 

Structural theory and the master problem of social psychology. The journal of abnormal 

and social psychology, 64(1), pp.3–30. 

Alpen Capital, 2018. GCC education industry [Online]. Available from: 

http://www.alpencapital.com/news/2018/2018-November-13.html [Accessed 10 July 

2020].  

Anggraeni, A.I., 2018. Millennial and psychological contract: social constructivist approach. 

In: M. Coetzee, I. Potgieter and N. Ferreira, eds. Psychology of retention. Cham: 

Springer, pp.287–306. 

Antony, J.S. and Hayden, R.A., 2011. Job satisfaction of american part-time college faculty: 

results from a national study a decade later. Community college journal of research and 

practice [Online], 35(9), pp.689–709. Available from: 

https://doi.org/10.1080/10668920801949513. 

Bal, P.M., De Lange, A.H., Jansen, P.G.W. and Van Der Velde, M.E.G., 2008. Psychological 

contract breach and job attitudes: a meta-analysis of age as a moderator. Journal of 

http://www.alpencapital.com/news/2018/2018-November-13.html


123 
 

vocational behavior [Online], 72(1), pp.143–158. Available from: 

https://doi.org/10.1016/j.jvb.2007.10.005. 

Bal, P.M., Jansen, P.G.W., van der Velde, M.E.G., de Lange, A.H. and Rousseau, D.M., 

2010. The role of future time perspective in psychological contracts: a study among 

older workers. Journal of vocational behavior [Online], 76(3), pp.474–486. Available 

from: https://doi.org/10.1016/j.jvb.2010.01.002. 

Ball, S.J., 2003. The teacher’s soul and the terrors of performativity. Journal of education 

policy [Online], 18(2), pp.215–228. Available from: 

https://doi.org/10.1080/0268093022000043065. 

Ball, S.J., 2016. Neoliberal education? Confronting the slouching beast. Policy futures in 

education [Online], 14(8), pp.1046–1059. Available from: 

https://doi.org/10.1177/1478210316664259. 

Bettinger, E. P. and Long, B.T., 2010. Does cheaper mean better? The impact of using 

adjunct instructors on student outcomes. The review of economics and statistics, 92(3), 

pp.598–613. 

Bhaskar, R., 1975. A realist theory of science. London: Verso. 

Blaikie, N., 2018. Confounding issues related to determining sample size in qualitative 

research. International journal of social research methodology [Online], 21(5), pp.635–

641. Available from: https://doi.org/10.1080/13645579.2018.1454644. 

Boyle, M., 2009. Active belief. Canadian journal of philosophy, 39, pp.119–147. 

BQA, 2018. Institutional reviews handbook: Directorate of Higher Education Institutions 

[Online]. Available from:  

https://www.bqa.gov.bh/En/Publications/DocLib/Institutional%20Review%20Handbook

%20-%20Cycle%202%20-%2010-12-2018%20-%20English%20-%20Adjusted.pdf 

[Accessed 5 July 2020]. 

BQA, 2019. Annual report [Online]. Available from: 

https://www.bqa.gov.bh/En/Publications/AnnualReports/ANNUAL%20REPORT%2020

19%20ENGLISH_compressed%20(1).pdf [Accessed 5 July 2020].  

BQA, 2020. Annual report. [Online]. Available from: 

https://www.bqa.gov.bh/en/publications/pages/annualreports.aspx [Accessed 25 August 

https://www.bqa.gov.bh/En/Publications/AnnualReports/ANNUAL%20REPORT%202019%20ENGLISH_compressed%20(1).pdf
https://www.bqa.gov.bh/En/Publications/AnnualReports/ANNUAL%20REPORT%202019%20ENGLISH_compressed%20(1).pdf


124 
 

2021].  

Braun, V. and Clarke, V., 2006. Using thematic analysis in psychology. Qualitative research 

in psychology [Online], 3(2), pp.77–101. Available from: 

https://doi.org/10.1191/1478088706qp063oa. 

Brennan, J. and Magness, P., 2018. Are adjunct faculty exploited: some grounds for 

skepticism. Journal of business ethics [Online], 152(1), pp.53–71. Available from: 

https://doi.org/10.1007/s10551-016-3322-4. 

Brinkmann, S., 2012. Qualitative inquiry in everyday life: working with everyday life 

materials. London: SAGE Publications Ltd. 

British Educational Research Association (BERA), 2018. Ethical guidelines for educational 

research, fourth edition [Online]. Available from https://www.bera.ac.uk/researchers-

resources/publications/ethicalguidelines-for-educational-research-2018. 

Brown, R. and Carasso, H., 2013. Everything for sale? The marketisation of UK higher 

education. London: Taylor and Francis. 

Bruner, J.S., 1979. On knowing: essays for the left hand. Cambridge, Mass.: Harvard 

University Press. 

Bryman, A. 2012. Social research methods. Oxford: Oxford University Press. 

Bryant, A. and Charmaz, K., 2007. The SAGE handbook of grounded theory. SAGE 

Publications Ltd [Online]. Available from: 

http://www.doi.org.ezproxy1.bath.ac.uk/10.4135/9781848607941 [Accessed 22 October 

2021]. 

Bunderson, J.S., Lofstrom, S.M. and Van De Ven, A.H., 2000. Conceptualizing and 

measuring professional and administrative models of organizing. Organizational 

research methods [Online], 3(4), pp.366–391. Available from: 

https://doi.org/10.1177/109442810034004. 

Bunnell, T., Fertig, M. and James, C., 2017. The institutionalisation of teachers and the 

implications for teacher identity: the case of teachers in International Baccalaureate 

‘World Schools’. Paper presented at Annual Conference of European Conference on 

Educational Research (ECER 2017), Copenhagen, Denmark, 22/08/17 – 25/08/17. 



125 
 

Bynum, L.A., 2012. The relationship between psychological contract breach, professional 

identity, and organizational citizenship behaviors among pharmacy faculty: an equity 

sensitivity perspective. Thesis (Ph.D). University of Mississippi, USA. 

Callea, A., Urbini, F., Ingusci, E. and Chirumbolo, A., 2016. The relationship between 

contract type and job satisfaction in a mediated moderation model: the role of job 

insecurity and psychological contract violation. Economic and industrial democracy 

[Online], 37(2), pp.399–420. Available from: 

https://doi.org/10.1177/0143831X14546238. 

Caruth, G.D. and Caruth, D.L., 2013. Adjunct faculty: who are these unsung heroes of 

academe? Current issues in education, 16(3), pp.1–12. 

Carver, C.S. and Scheier, M.F., 2001. On the self-regulation of behaviour. Cambridge: 

Cambridge University Press.  

Casey, C., 1999. “Come, join our family”: Discipline and integration in corporate 

organizational culture. Human relations, 52(2), pp.155-178. 

Castaing, S., 2006. The effects of psychological contract fulfilment and public service 

motivation on organizational commitment in the French civil service. Public policy and 

administration, 21(1), pp.84–98. 

Cohen, A.M. and Brawer, F.B., 2003. The American community college. San Francisco: 

Jossey-Bass.  

Cohen, L., Manion, L. and Morrison, K., 2011. Research methods in education. 7th ed. 

London: Routledge. 

Conway, N. and Briner, R.B., 2002. Full-time versus part-time employees: understanding the 

links between work status, the psychological contract, and attitudes. Journal of 

vocational behavior [Online], 61(2), pp.279–301. Available from: 

https://doi.org/10.1006/jvbe.2001.1857. 

Conway, N. and Briner, R.B., 2005. Understanding psychological contracts at work: a 

critical evaluation of theory and research. New York: Oxford University Press.  

Corder, E. and Ronnie, L., 2018. The role of the psychological contract in the motivation of 

nurses. Leadership in health services [Online], 31, pp.1751–1879. Available from: 

https://doi.org/10.1108/LHS-02-2017-0008. 



126 
 

Coughlan, A., 2015. The growth in part-time teaching in higher education: the imperative for 

research in the Irish context. All Ireland journal of higher education, 7(1), p.2202- 

22027. 

Coultrup, S. and Fountain, P.D., 2012. Effects of electronic monitoring and surveillance on 

the psychological contract of employees: an exploratory study. Proceedings of ASBBS 

[Online], 19(1), pp.219–235. Available from: 

http://asbbs.org/files/ASBBS2012V1/PDF/C/CoultrupS.pdf. 

Coyle-Shapiro, J.A.M. and Shore, L.M., 2007. The employee-organization relationship: 

where do we go from here? Human resource management review [Online], 17(2), 

pp.166–179. Available from: https://doi.org/10.1016/j.hrmr.2007.03.008. 

Creswell, J.W. 2007. Qualitative inquiry and research design: choosing among five 

traditions. Thousand Oaks, Calif: Sage Publications 

Cross, J.G. and Goldenberg, E.N., 2009. Off-track profs: nontenure teachers in higher 

education. Cambridge, Mass.: MIT Press  

Cullinane, N. and Dundon, T., 2006. The psychological contract: a critical review. 

International journal of management reviews [Online], 8(2), pp.113–129. Available 

from: https://doi.org/10.1111/j.1468-2370.2006.00123.x. 

Curtis, J.W., Mahabir, C. and Vitullo, M.W., 2016. Sociology faculty members employed 

part-time in community colleges: structural disadvantage, cultural devaluation, and 

faculty-student relationships. Teaching sociology, 44(4), pp.270–286. 

Dabos, G.E. and Rousseau, D.M., 2013. Psychological contracts and informal networks in 

organizations: the effects of social status and local ties. Human resource management, 

52(4), pp.485–510. 

Dadi, V., 2012. Promises, expectations, and obligations – which terms best constitute the 

psychological contract ? International journal of business and social science, 3(19), 

pp.88–100. 

Danley-Scott, J. and Scott, G., 2014. The other half: non-tenure track faculty thoughts on 

student learning outcomes assessment. Research and practice in assessment, 9, pp.31–

44. 

De Cuyper, N. and De Witte, H., 2006. The impact of job insecurity and contract type on 

https://doi.org/10.1016/j.hrmr.2007.03.008


127 
 

attitudes, well-being and behavioural reports: a psychological contract perspective. 

Journal of occupational and organizational psychology [Online], 79(3), pp.395–409. 

Available from: https://doi.org/10.1348/096317905X53660. 

de Lange, A.H., Bal, P.M., van der Heijden, B.I.J.M., de Jong, N. and Schaufeli, W.B., 2011. 

When I’m 64: psychological contract breach, work motivation and the moderating roles 

of future time perspective and regulatory focus. Work and stress [Online], 25(4), 

pp.338–354. Available from: https://doi.org/10.1080/02678373.2011.632610. 

Deci, E.L. and Ryan, R.M., 1985. The General Causality Orientation Scale: self-

determination in personality. Journal of research in personality, 19, pp.109–134. 

Department of Education (DoE), 2018. Selected higher education statistics – 2018 Staff data 

[Online]. Available from: https://www.education.gov.au/selected-higher-education-

statistics-2018-staff-data [Accessed 9 July 2019].  

Descola, P., 2014. Modes of being and forms of predication. Journal of ethnographic theory, 

4(1), pp.271–280. 

Diamond, M.A. and Allcorn, S., 1987. The psychodynamics of regression in work groups. 

Human relations, 40(8), pp.525-543. 

Diamond, M. and Allcorn, S., 2003. The cornerstone of psychoanalytic organizational 

analysis: Psychological reality, transference and counter-transference in the 

workplace. Human relations, 56(4), pp.491-514. 

Dulac, T., Coyle-Shapiro, J.A., Henderson, D.J. and Wayne, S.J., 2008. Not all responses to 

breach are the same: the interconnection of social exchange and psychological contract 

processes in organizations. Academy of management journal, 51(6), pp.1079–1098. 

Duran, F., Bishopp, D. and Woodhams, J. 2019. Relationships between psychological 

contract violation, stress and well-being in firefighters. International journal of 

workplace health management [Online], 12(3), pp.120–133. Available from: 

https://doi-org.ezproxy1.bath.ac.uk/10.1108/IJWHM-09-2018-0114 

Eagan, M.K., Jaeger, A.J. and Grantham, A., 2015. Supporting the academic majority: 

policies and practices related to part-time faculty’s job satisfaction. The journal of 

higher education [Online], 86(3), pp.448–483. Available from: 

https://doi.org/10.1353/jhe.2015.0012. 



128 
 

Economic Development Board, 2008. The economic vision 2030 for Bahrain [Online]. 

Available from: https://www.bahrain.bh/wps/wcm/connect/38f53f2f-9ad6-423d-9c96-

2dbf17810c94/Vision%2B2030%2BEnglish%2B%28low%2Bresolution%29.pdf?MO

D=AJPERES [Accessed 5 July 2020].  

Economic Development Board, 2020. Education [Online]. Available from: 

https://bahrainedb.com/business-opportunities/investing-in-education/ [Accessed 8 July 

2020].  

Education, Audiovisual Culture Executive Agency; Eurydice, 2017. Modernisation of higher 

education in Europe: Academic staff – 2017 (Eurydice report) [Online]. Luxembourg: 

Publications Office. Available from https://op.europa.eu/en/publication-detail/-

/publication/40f84414-683f-11e7-b2f2-01aa75ed71a1/language-en [Accessed 15 June 

2020]. 

Ferris, G.R., Frink, D.D., Galang, M.C., Zhou, J., Kacmar, K.M. and Howard, J.L., 1996. 

Perceptions of organizational politics: Prediction, stress-related implications, and 

outcomes. Human relations, 49(2), pp.233-266. 

Forstenlechner, I. and Baruch, Y., 2013. Contemporary career concepts and their fit for the 

Arabian Gulf context: a sector level analysis of psychological contract breach. Career 

development international [Online], 18(6), pp.629–648. Available from: 

https://doi.org/10.1108/CDI-07-2013-0084. 

Gappa, J.M. and Leslie, D.W., 1993. The invisible faculty: improving the status of part-timers 

in higher education. San Francisco: Jossey-Bass.  

George, J., 2013. A study on factors affecting employees’ psychological contract and its 

impact on employee motivation in BHEL EDN, Bangalore. Asia Pacific journal of 

management & entrepreneurship research, 2(2), pp.77–79. 

Gottschalk, L. and McEachern S., 2010. The frustrated career: casual employment in higher 

education. Australian universities’ review, 52(1), pp.37–49. 

Griep, Y. and Vantilborgh, T., 2018. Reciprocal effects of psychological contract breach on 

counterproductive and organizational citizenship behaviors: the role of time. Journal of 

vocational behavior [Online], 104, pp.141–153. Available from: 

https://doi.org/10.1016/j.jvb.2017.10.013. 

https://bahrainedb.com/business-opportunities/investing-in-education/


129 
 

Griep, Y., Vantilborgh, T., Hansen, S.D. and Conway, N., 2018. Editorial: unravelling the 

role of time in psychological contract processes. Frontiers in psychology [Online], 

9(May), pp.2016–2019. Available from: https://doi.org/10.3389/fpsyg.2018.00813. 

Gubrium, J. and Holstein, J., 2012. Qualitative interviewing. In: J.F. Gubrium and J.A. 

Holstein, eds. Handbook of interview research [Online], SAGE Publications, Inc., 

pp.83–102. Available from: https://doi.org/10.4135/9781412973588 [Accessed 11 

August 2020]. 

Guest, D.E. and Conway, N., 2002. Communicating the psychological contract: an employer 

perspective. Human resource management journal, 12(2), pp.22–38. 

Guest, D.E., 1998. Is the psychological contract worth taking seriously ? Journal of 

organizational behavior, 19(May), pp.649–664. 

Gulf-Insider, 2018. Bahrain to take action against fake degree holders [Online] Available 

from https://www.gulf-insider.com/bahrain-take-action-fake-degree-holders/ [Accessed 

5 July 2020].  

Guo, L., Gruen, T.W. and Tang, C., 2017. Seeing relationships through the lens of 

psychological contracts: the structure of consumer service relationships. Journal of 

the academy of marketing science, 45(3), pp.357–376. 

Gupta, V., Agarwal, U.A. and Khatri, N., 2016. The relationships between perceived 

organizational support, affective commitment, psychological contract breach, 

organizational citizenship behaviour and work engagement. Journal of advanced 

nursing [Online], 72(11), pp.2806–2817. Available from: 

https://doi.org/10.1111/jan.13043. 

Guzzo, R.A., Noonan, K.A. and Elron, E., 1994. Expatriate managers and the psychological 

contract. Journal of applied psychology, 79(4), pp.617–626. 

Hackman, J.R. and Oldham, G.R., 1976. Motivation through the design of work: Test of a 

Theory. Organisational behavior and human performance,16, pp. 250-279. 

Haig, B.D. and Evers, C.W., 2016. Realist inquiry in social science. London: SAGE. 

Hartmann, N.N. and Rutherford, B.N., 2015. Psychological contract breach’s antecedents and 

outcomes in salespeople: the roles of psychological climate, job attitudes, and turnover 

intention. Industrial marketing management [Online], 51, pp.158–170. Available from: 



130 
 

https://doi.org/10.1016/j.indmarman.2015.07.017. 

Haviland, D., Alleman, N.F. and Cliburn Allen, C., 2017. ‘Separate but not quite equal’: 

collegiality experiences of full-time non-tenure-track faculty members. Journal of 

higher education [Online], 88(4), pp.505–528. Available from: 

https://doi.org/10.1080/00221546.2016.1272321. 

Herriot, P., Manning, W.E.G. and Kidd, J.M., 1997. The content of the psychological 

contract. British journal of management, 8, pp.151–162. 

Higher Education Council (HEC), 2007. Higher education resolutions [Online]. Available 

from: http://moedu.gov.bh/hec/UploadFiles/Final-

Resolutions/Higher%20Education%20Resolutions%20-%20English%20Version.pdf 

[Accessed 5 July 2020].  

Higher Education Council (HEC), 2012. Annual report [Online]. Available from: 

http://moedu.gov.bh/hec/UploadFiles/Reports/HEC%20Annual%20Report%20Single%

20Page.pdf [Accessed 5 July 2020].  

Higher Education Council (HEC), 2014. Higher education statistics 2013/2014 [Online] 

Available from: 

http://moedu.gov.bh/hec/Page.aspx?page_key=higher_education_statistics [Accessed 5 

July 2020].  

Higher Education Statistics Agency (HESA), 2018. Higher education staff statistics: UK, 

2016/17 [Online]. Available from: https://www.hesa.ac.uk/news/18-01-2018/sfr248-

higher-education-staff-statistics [Accessed 22 October 2018]. 

Ho, V.T., Weingart, L.R. and Rousseau, D.M., 2004. Responses to broken promises: does 

personality matter? Journal of vocational behavior [Online], 65(2), pp.276–293. 

Available from: https://doi.org/10.1016/j.jvb.2003.08.001. 

Hochschild, A. R.,1983. The managed heart: commercialization of human feeling. Berkeley, 

Calif.: University of California Press. 

Hrabok, A., 2003. The psychological contracts of experienced college instructors. Thesis 

(Ph.D). University of Saskatchewan, Saskatoon. 

Hui, C., Lee, C. and Rousseau, D.M., 2004. Psychological contract and organizational 

citizenship behavior in China: investigating generalizability and instrumentality. Journal 



131 
 

of applied psychology [Online], 89(2), pp.311–321. Available from: 

https://doi.org/10.1037/0021-9010.89.2.311. 

Jacoby, D., 2005. Part-time community-college faculty and the desire for full-time tenure-

track positions: results of a single institution case study. Community college journal of 

research and practice [Online], 29(2), pp.137–152. Available from: 

https://doi.org/10.1080/10668920490891629. 

Jaeger, M.K. and Eagan, A.J., 2011. Examining retention and contingent faculty use in a state 

system of public higher education. Educational policy, 25(3), pp.507–537. 

Janssens, M., Sels, L. and Van den Brande, I., 2003. Multiple types of psychological 

contracts: a six-cluster solution. Human relations [Online], 56(11), pp.1349–1378. 

Available from: https://doi.org/10.1177/00187267035611004. 

Jiang, L., Probst, T.M. and Benson, W.L., 2017. Organizational context and employee 

reactions to psychological contract breach: a multilevel test of competing theories. 

Economic and industrial democracy [Online], 38(3), pp.513–534. Available from: 

https://doi.org/10.1177/0143831X15579288. 

Johnson, J.L. and O’Leary-Kelly, A.M.O., 2003. The effects of psychological contract breach 

and organizational cynicism: not all social exchange violations are created equal. 

Journal of organizational behavior [Online], 24(1), pp.627–647. Available from: 

https://doi.org/10.1002/job.207. 

Jung, Y., Hall, J., Hong, R., Goh, T., Ong, N. and Tan, N., 2014. Payback: effects of 

relationship and cultural norms on reciprocity. Asian journal of social psychology 

[Online], 17(3), pp.160–172. Available from: https://doi.org/10.1111/ajsp.12057. 

Karagonlar, G., Eisenberger, R. and Aselage, J., 2016. Reciprocation wary employees 

discount psychological contract fulfillment. Journal of organizational behavior, 

37(1), pp.23–40. 

Karolak, M., 2012. Bahrain’s tertiary education reform: a step towards sustainable economic 

development. Revue des mondes musulmans et de la Méditerranée, 131, pp.163–181. 

Katz, D. and Kahn, R., 1978. The social psychology of organizations. 2nd ed. New York: 

Wiley. 



132 
 

Kezar, A. and Sam, C., 2010. Understanding the new majority: contingent faculty in higher 

education [Online]. San Francisco: Jossey-Bass. Available from: 

https://doi.org/10.1002/aehe.3604. 

Kezar, A., 2013. Examining non-tenure track faculty perceptions of how departmental 

policies and practices shape their performance and ability to create student learning at 

four-year institutions. Research in higher education [Online], 54(5), pp.571–598. 

Available from: https://doi.org/10.1007/s11162-013-9288-5. 

Kiazad, K., Seibert, S.E. and Kraimer, M.L., 2014. Psychological contract breach and 

employee innovation: a conservation of resources perspective. Journal of 

occupational and organizational psychology [Online], 87(3), pp.535–556. https://doi-

org.ezproxy1.bath.ac.uk/10.1111/joop.12062 

Kim, S.H., Laffranchini, G., Wagstaff, M.F. and Jeung, W., 2017. Psychological contract 

congruence, distributive justice, and commitment. Journal of managerial psychology, 

32(1), pp.45–60. 

Kimmel, K.M. and Fairchild, J.L., 2017. A full-time dilemma: examining the experiences of 

part-time faculty. The journal of effective teaching, 17(1), pp.52–65. 

Knight, P., Baume, D., Tait, J. and Yorke, M., 2007. Enhancing part-time teaching in higher 

education: a challenge for institutional policy and practice. Higher education quarterly 

[Online], 61(4), pp.420–438. Available from: https://doi.org/10.1111/j.1468-

2273.2007.00350.x. 

Kotrba, L.M., Gillespie, M.A., Schmidt, A.M., Smerek, R.E., Ritchie, S.A. and Denison, 

D.R., 2012. Do consistent corporate cultures have better business performance? 

Exploring the interaction effects. Human relations, 65(2), pp.241-262. 

Koziolek, N., 2018. Belief as an act of reason. Manuscrito [Online], 41(4), pp.287–318. 

Available from: https://doi.org/10.1590/0100-6045.2018.V41N4.NK. 

Kramer, A.L., Gloeckner, G.W., Jacoby, D., Kramer, A.L., Gloeckner, G.W., Roads, D.J. and 

Kramer, A.L., 2014. Roads scholars: part-time faculty job satisfaction in community 

colleges. Community college journal of research and practice [Online], 38(4), pp.287–

299. Available from: https://doi.org/10.1080/10668926.2010.485005. 

Krats, P. and Rajagopal, I., 2010. Hidden academics: contract faculty in Canadian 

https://doi.org/10.1111/j.1468-2273.2007.00350.x
https://doi.org/10.1111/j.1468-2273.2007.00350.x


133 
 

universities. Labour / Le travail [Online], 53, pp.275–277. Available from: 

https://doi.org/10.2307/25149461. 

Lam, A. and de Campos, A., 2015. ‘Content to be sad’ or ‘runaway apprentice’? The 

psychological contract and career agency of young scientists in the entrepreneurial 

university. Human relations [Online], 68(5), pp.811–841. Available from: 

https://doi.org/10.1177/0018726714545483. 

Lee, H.-W. and Liu, C.-H., 2009. The relationship among achievement motivation, 

psychological contract and work attitudes. Social behavior and personality: an 

international journal [Online], 37(3), pp.321–328. Available from: 

https://doi.org/10.2224/sbp.2009.37.3.321. 

Leslie, D.W. and Gappa, J.M., 2002. Part-time faculty: Competent and committed. New 

directions for community colleges, 118, pp.59–68. 

Linde, B., 2015. The value of wellness in the workplace. [Online], pp.9–21. Available from: 

https://doi.org/10.1007/978-981-287-402-3. 

Liu, X. and Zhang, L., 2013. Flexibility at the core: what determines employment of part-

time faculty in academia. Relations industrielles [Online], 68(2), p.312-339. Available 

from: https://doi.org/10.7202/1016321ar. 

Lub, X.D., Bal, P.M., Blomme, R.J. and Schalk, R., 2016. One job, one deal…or not: do 

generations respond differently to psychological contract fulfillment? International 

journal of human resource management [Online], 27(6), pp.653–680. Available from: 

https://doi.org/10.1080/09585192.2015.1035304. 

Mai, K.M., Ellis, A.P.J., Christian, J.S. and Porter, C.O.L.H., 2016. Examining the effects of 

turnover intentions on organizational citizenship behaviors and deviance behaviors: a 

psychological contract approach. Journal of applied psychology [Online], 101(8), 

pp.1067–1081. Available from: https://doi.org/10.1037/apl0000115. 

Mallette, C., 2011. Nurses’ work patterns: perceived organizational support and 

psychological contracts. Journal of research in nursing [Online], 16(6), pp.518–532. 

Available from: https://doi.org/10.1177/1744987111422421. 

March, J.G. and Simon, H.A. 1958. Organisations. New York: Wiley.  

Marlier, A., 2014. An examination of the psychological contracts of contingent faculty 



134 
 

teaching at urban, proprietary colleges [Online]. Available from: 

https://search.proquest.com/docview/1609399254?accountid=14553%0Ahttp://sfx.carli.i

llinois.edu/sfxuiu?url_ver=Z39.88-

2004&rft_val_fmt=info:ofi/fmt:kev:mtx:dissertation&genre=dissertations+%26+theses

&sid=ProQ:ProQuest+Dissertations+%26+Theses+Full+Text&ati. 

Maxey, D.D. and Kezar, A.K., 2015. Revealing opportunities and obstacles for changing non-

tenure-track faculty practices: an examination of stakeholders’ awareness of 

institutional contradictions. Journal of higher education, 86(4), pp.564–594. 

Maxwell, J.A., 2005. Qualitative research design: an interactive approach. Thousand Oaks, 

Calif.: SAGE.  

Maynard, D.C. and Joseph, T.A., 2008. Are all part-time faculty underemployed? The 

influence of faculty status preference on satisfaction and commitment. Higher 

education, 55(2), pp.139–154. 

Meckler, M., Drake, B.H. and Levinson, H., 2003. Putting psychology back into 

psychological contracts. Journal of management inquiry [Online], 12(3), pp.217–228. 

Available from: https://doi.org/10.1177/1056492603256338. 

Molesworth, M., Scullion, R. and Nixon, E., eds, 2011. The marketisation of higher 

education and student as consumer. Abingdon: Routledge. 

Montes, S.D. and Zweig, D., 2009. Do promises matter? An exploration of the role of 

promises in psychological contract breach. Journal of applied psychology [Online], 

94(5), pp.1243–1260. Available from: https://doi.org/10.1037/a0015725. 

Mousa, M., 2020. Organizational inclusion and academics’ psychological contract: can 

responsible leadership mediate the relationship? Equality, diversity and inclusion: an 

international journal [Online], 39(2), pp.126–144. Available from: 

https://doi.org/10.1108/EDI-01-2019-0014. 

Nawaz, K., Usman, M., Ghulam, H., Qamar, M., Nadeem, M. and Usman, U., 2020. 

Investigating the perception of public sector higher education institution faculty 

members about the influences of psychological contract on organizational commitment. 

American journal of industrial and business management [Online], 10(January), 

pp.144–159. Available from: https://doi.org/10.4236/ajibm.2020.101010. 



135 
 

Normore, A.H., 2019. Not making the grade: how increased reliance on adjunct faculty 

diminishes excellence, academic freedom, and the search for new knowledge. In: P. 

Brug, Z. Ritter and K. Roth, eds. Marginality in the urban center: neighborhoods, 

communities, and urban marginality [Online]. Cham: Palgrave Macmillan, pp.247–

274. Available from: https://doi.org/10.1007/978-3-319-96466-9_11 [Accessed 

February 2020]. 

Olssen, M. and Peters, M.A., 2005. Neoliberalism, higher education and the knowledge 

economy: from the free market to knowledge capitalism. Journal of education policy 

[Online], 20(3), pp.313–345. Available from: 

https://doi.org/10.1080/02680930500108718. 

Ott, M., 2016. Teasing out the complex relationship between part-time faculty and quality: a 

qualitative case study comparing departments at a large, public university. Available 

from: https://dash.harvard.edu/bitstream/handle/1/27112701/OTT-DISSERTATION-

2016.pdf?sequence=1. 

Parzefall, M. and Hakanen, J., 2010. Psychological contract and its motivational and health-

enhancing properties. Journal of managerial psychology [Online], 25(1), pp.4–21. 

Available from: https://doi.org/10.1108/02683941011013849. 

Peirce, MS, G.L., Desselle, S.P., Draugalis, J.R., Spies, A.R., Davis, T.S. and Bolino, M., 

2012. Identifying psychological contract breaches to guide improvements in faculty 

recruitment, retention, and development. American journal of pharmaceutical Education 

[Online], 76(6), pp.1–8. Available from: 

http://libproxy.lib.unc.edu/login?url=https://search.proquest.com/docview/1220433548?

accountid=14244%0Ahttp://vb3lk7eb4t.search.serialssolutions.com/?genre=article&atitl

e=Identifying+Psychological+Contract+Breaches+to+Guide+Improvements+in+Faculty

+Recruit. 

Pons, P., Burnett, D., Williams, M. and Paredes, T., 2017. Why do they do it? A case study of 

factors influencing part-time faculty to seek employment at a community college. 

Community college enterprise, 23(1), pp.43–60. 

Rizvi, F. and Lingard, B., 2010. Globalizing educational policy. London; New York: 

Routledge. 



136 
 

Robinson, S.L., Kraatz, M.S. and Rousseau, D.M., 1994. Changing obligations and the 

psychological contract: a longitudinal study. Academy of management journal, 37(1), 

pp.137–152. 

Roehl, M.T., 2019. The impact of SHRM on the psychological contract of employees: a 

typology and research agenda. Personnel review [Online], 48(6), pp.1580–1595. 

Available from: https://doi.org/10.1108/PR-02-2018-0063. 

Roehling, M.V., 1996. The origins and early development of the psychological contract 

construct. Academy of management proceedings [Online], 1996(1), pp.202–206. 

Available from: https://doi.org/10.5465/ambpp.1996.4980380. 

Rousseau, D.M., 1989. Psychological and implied contracts in organisations. Employee 

responsibilities and rights journal, 2 (2), pp.121–139. 

Rousseau, D.M., 1990. New hire perceptions of their own and their employer’s obligations: a 

study of psychological contracts. Journal of organizational behavior, 11(5), pp.389–

400. 

Rousseau, D.M., 1995. Psychological contracts in organisations: understanding written and 

unwritten agreements. Newbury Park, Calif.: SAGE.  

Rousseau, D.M., 1998. The ‘problem’ of the psychological contract considered. Journal of 

organizational behaviour, 19, pp.665–671. 

Rousseau, D.M., 2000. Psychological contract inventory: Technical report, no. 2. Pittsburgh, 

Pa.: Carnegie Mellon University. 

Rousseau, D.M., 2001. Schema, promise and mutuality: the building blocks of the 

psychological contract. Journal of occupational and organizational psychology 

[Online], 74(4), pp.511–541. Available from: https://doi.org/10.1348/096317901167505. 

Rousseau, D.M., 2003. Extending the psychology of the psychological contract: a reply to 

‘putting psychology back into psychological contracts’. Journal of management inquiry 

[Online], 12(3), pp.229–238. Available from: 

https://doi.org/10.1177/1056492603256339. 

Rousseau, D., 2004. Psychological contracts in the workplace: understanding the ties that 

motivate. Academy of management executive, 18(1), pp.120–127. 



137 
 

Rousseau, D. and Schalk, R., eds., 2000. Psychological contracts in employment: cross-

national perspectives. Newbury Park, Calif.: SAGE. 

Rousseau, D.M., Hansen, S.D. and Tomprou, M., 2018. A dynamic phase model of 

psychological contract processes. Journal of organizational behavior [Online], 39(9), 

pp.1081–1098. Available from: https://doi.org/10.1002/job.2284. 

Rumyantseva, N., 2012. A longitudinal analysis of organizational determinants of part-time 

faculty employment in private baccalaureate colleges and universities, Higher Education 

in Review, 9, pp.15–35. 

Ruokolainen, M., Mauno, S., Diehl, M.R., Tolvanen, A., Mäkikangas, A. and Kinnunen, U., 

2016. Patterns of psychological contract and their relationships to employee well-being 

and in-role performance at work: longitudinal evidence from university employees. 

International journal of human resource management [Online], 29(19), pp.2827–2850. 

Available from: https://doi.org/10.1080/09585192.2016.1166387. 

Ryan, R.M. and Deci, E.L., 2017. Self-determination theory: basic psychological needs in 

motivation, development, and wellness. New York: Guilford Publications. 

Ryan, S., Burgess, J., Connell, J. and Groen, E., 2013. Casual academic staff in an Australian 

university: marginalised and excluded. Tertiary education and management, 19(2), 

pp.161–175. 

Saunders, M.N.K. and Thornhill, A., 2006. Forced employment contract change and the 

psychological contract. Employee relations [Online], 28(5), pp.449–467. Available 

from: https://doi.org/10.1108/01425450610683654. 

Schein, E.H., 1980. Organisational psychology. Englewood Cliffs, N.J.: Prentice-Hall.  

Scott, D., 2005. Critical realism and empirical research methods in education. Journal of 

philosophy of education [Online], 39(4), pp.633–646. Available from: 

https://doi.org/10.1111/j.1467-9752.2005.00460.x. 

Scott, W.R., 2014. Institutions and organizations: ideas, interests, and identities. 4th ed. 

Thousand Oaks, Calif.; London: SAGE. 

Seidman, I., 2013. The ethics of doing good work. In: I. Seidman, ed. Interviewing as 

qualitative research: a guide for researchers in education and the social sciences. New 



138 
 

York: Teachers College Press, pp.139–144. 

Sewpersad, R., Ruggunan, S., Adam, J.K., Babu, S. and Krishna, N., 2019. The impact of the 

psychological contract on academics. SAGE Open publication [Online], 9(2). Available 

from: https://doi.org/10.1177/2158244019840122. 

Shah, N. and Velleman, D., 2005. Doxastic deliberation. The philosophical review, 114(4), 

pp.497–534. 

Shaver, S., 2014. Balancing identity and partial inclusion: a case study of part-time college 

faculty. Thesis (Doctorate of Education). University of South Australia, Adelaide. 

Shen, J., 2010. University academics’ psychological contracts and their fulfilment. Journal of 

management development, 29(6), pp.575–591. 

Sherman, U.P. and Morley, M.J., 2015. On the formation of the psychological contract: a 

schema theory perspective. Group and organization management [Online], 40(2), 

pp.160–192. Available from: https://doi.org/10.1177/1059601115574944. 

Shore, L.M. and Barksdale, K., 1998. Examining degree of balance and level of obligation in 

the employment relationship: a social exchange approach. Journal of organizational 

behavior, 19(51), pp.731–744. 

Shore, L.M. and Tetrick, L.E., 1994. The psychological contract as an explanatory 

framework. Trends in organizational behavior, 1, pp.91–109. 

Silverman, D. 2020. Interpreting qualitative data. London: SAGE.  

Simon, M., Houghton, S.M. and Aquino, K., 2000. Cognitive biases, risk perception, and 

venture formation: how individuals decide to start companies. Journal of business 

venturing [Online], 15(2), pp.113–134. Available from: https://doi.org/10.1016/S0883-

9026(98)00003-2. 

Solinger, O.N., Hofmans, J., Bal, P.M. and Jansen, P.G., 2016. Bouncing back from 

psychological contract breach: how commitment recovers over time. Journal of 

organizational behavior, 37(4), pp.494–514. 

Steen, E., 2004. Rational overoptimism (and other biases). American economic review, 94(4), 

pp.1141–1151. 

Stupnisky, R.H., BrckaLorenz, A., Yuhas, B. and Guay, F., 2018. Faculty members’ 



139 
 

motivation for teaching and best practices: testing a model based on self-determination 

theory across institution types. Contemporary educational psychology [Online], 

53(January), pp.15–26. Available from: https://doi.org/10.1016/j.cedpsych.2018.01.004. 

Teelken, C., 2012. Compliance or pragmatism: how do academics deal with managerialism in 

higher education? A comparative study in three countries. Studies in higher education, 

37(3), pp.271–290. 

The National Centre for Education Statistics (NCES), 2019. Characteristics of postsecondary 

faculty [Online]. Available from: https://nces.ed.gov/programs/coe/indicator_csc.asp 

[Accessed 8 July 2019].  

Thomas, D.C., Au, K. and Ravlin, E.C., 2003. Cultural variation and the psychological 

contract. Journal of organizational behavior [Online], 24(5), pp.451–471. Available 

from: https://doi.org/10.1002/job.209. 

Thomas, D.C., Ravlin, E.C., Liao, Y., Morrell, D.L. and Au, K., 2016. Collectivist values, 

exchange ideology and psychological contract preference. Management international 

Review, 56(2), pp.255-281. 

Tomprou, M. and Nikolaou, I., 2011. A model of psychological contract creation upon 

organizational entry. Career development international [Online], 16(4), pp.342–363. 

Available from: https://doi.org/10.1108/13620431111158779. 

Tomprou, M., Rousseau, D.M. and Hansen, S.D., 2015. The psychological contracts of 

violation victims: a post‐violation model. Journal of organizational behavior, 36(4), 

pp.561–581. 

Türen, C., 2014. What is a schema? Journal of ethnographic theory [Online], 4(3), pp.401–

409. Available from: https://doi.org/10.14318/hau4.3.027. 

UNESCO Institute of Statistics, 2020. Data for the Sustainable Development Goals: Bahrain 

[Online]. Available from: http://uis.unesco.org/en/country/bh [Accessed 6 July 2020].  

Van Rijnsoever, F.J., 2017. (I can’t get no) saturation: a simulation and guidelines for sample 

sizes in qualitative research. PLoS ONE [Online], 12(7), pp.1–17. Available from: 

https://doi.org/10.1371/journal.pone.0181689. 

Vroom, V., 1964. Work and motivation. New York: Wiley. 

https://doi.org/10.1002/job.209


140 
 

Waltman, J., Bergom, I., Hollenshead, C., Miller, J. and August, L., 2012. Factors 

contributing to job satisfaction and dissatisfaction among non-tenure-track faculty. The 

journal of higher education [Online], 83(3), pp.411–434. Available from: 

https://doi.org/10.1080/00221546.2012.11777250. 

Weiner, B., 1974. Achievement motivation and attribution theory. Morristown, N.J.: General 

Learning Press. 

Whittemore, R., Chase, S.K. and Mandle, C.L., 2001. Validity in qualitative research. 

Qualitative health research, 11(4), pp.522-537. 

Wilkesmann, U. and J. Schmid, C., 2014. Intrinsic and internalized modes of teaching 

motivation. Evidence-based HRM [Online], 2(1), pp.6–27. Available from: 

https://doi.org/10.1108/EBHRM-07-2013-0022. 

Xu, D., 2019. Academic performance in community colleges: the influences of part-time and 

full-time instructors. American educational research journal, 56(2), pp.368–406. 

Yesufu, L., 2016. The effect of human resource practices on the psychological contract of 

academics. Thesis (Ph.D). University of Bath, Bath. 

Zein El Din, Y. and El Hessewi, G., 2019. The relationship between psychological contract 

breach, organizational identification, and organizational agility among nursing faculty 

members. American journal of nursing science [Online], 8(6), pp.304–312. Available 

from: https://doi.org/10.11648/j.ajns.20190806.13. 

Zhao, H., Wayne, S., Glibkowski, B. and Bravo, J., 2007. The impact of psychological 

contract breach on the work-related attitude and behavior of employees: a meta-analysis. 

Personnel psychology [Online], 60(1), pp.647–680. Available from: 

https://doi.org/10.1111/j.1744-6570.2007.00085.x. 

 



141 
 

 

 

 

 

 

 

 

 

 

Appendices 

 



142 
 

Appendix 1: Semi-structured Interview Guide 

 

1. Introduction: 

Welcome and thank you for your participation  

The objective of this interview is to shed some light on your experience as a faculty member 

working at your academic institution 

Please read the consent form  

To confirm, I will be recording the interview for my future record and help me write the 

research paper  

I might share the recording with a transcriber that is approved by the university 

I am collecting the data as part of my doctorate work but may use the data later for 

publication 

Your identity and the identity of your employer will remain anonymous  

Do you have any questions?  

Once you are happy, we can proceed  

 

2. Basic Information: 

What are your title and academic rank? 

Which department/college do you work at?  

For how long have you been working for your current employer?  

Did you work somewhere else before?  

 

3. Content of the contract:  

What are your obligations (role and responsibilities)?  

What are your expectations (what do you expect to receive in return from your employer)?  

To which extent do you feel that expectations and obligations are clear and specific?  

Who defines your role and responsibilities?  

 

4. Sources of information: 

How do you know what is expected from you? 

Who is the primary source of information that you rely on?  

Are there any other sources of information that you use to understand your obligations and 

expectations? 

 

5. Who is the employer: 

Who do you consider as your employer?  

Who do you feel that you are obliged to?  

 

6. Nature of the contract:  

In general, how do you feel that the organisation is treating you (are you being treated 

fairly)? Say more  

To which extent do you feel that your relationship with the organisation is reciprocal (two-

way relationship)?  

How do you perceive the relationship at the moment? 

How do you perceive the future of your relationship with the institution?  
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Do you recall an incident that had a significant impact on how you perceive your relationship 

with the organisation?  

How is being an employee at your current institution different from your previous 

employment experiences?  

 

7. Breach/violation: 

Overall, do you feel that your employer tends to keep promises? 

Can you recall a time when you did not get what you were promised? 

How did you react?  

 

8. Impact: 

How do the terms of your employment impact you (personal level/ career)?  

What does it give you? What does it take away? 

What would you like to get (aspire to)?   

Are there any recommendations that you would like to make to your employer?  

 

9. Closing:  

If you would use three words to describe your institution, what would they be?  

Do you have any questions?  

I would like to remind you that you have the right to withdraw your data at any point in time  

I will be more than happy to share my final paper after completion, if you are interested  

 

Thank you once again for your participation  
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Appendix 2: Ethics Approval Form 
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Appendix 3: Informed Consent Form 

Doctor of Education                                      

 

Informed Consent  

Unspoken Agreements: Analysing the Psychological Contract of Faculty in the Context of 

Bahraini Higher Education 

 

I am a Doctor of Education (EdD) student at the University of Bath, UK, and I am currently conducting 

a qualitative research in completion of my thesis. Your participation in this study is highly 

appreciated.   

The purpose of the study is to explore the employment relationship that exist between faculty 

members and higher education institutions in Bahrain, using semi-structured interview. The 

interview will mainly focus on understanding the way you perceive your role as a faculty member in 

terms of obligations and expectations. The interview will also ask you to reflect on your relationship 

with your employer in general. Participation will give you an opportunity to express your opinion 

about how academic roles are structured in Bahrain and make recommendations to employers 

and/or regulators.   

I would like to assure you that the data will be collected strictly for academic purposes and that I 

have no intention to harm any individual or institution by undertaking this research.  

Please read the following statements carefully and sign, if you agree, at the bottom of the page.  

▪ I fully understand that my participation is completely anonymous and my name will not be 
mentioned in the report, nor the name of my institution.   

▪ I fully understand that taking part in this research is voluntary and I have the right to 
withdraw at any time during or after the interview.  

▪ I fully understand that I have the right to ask questions at any time during or after the 
interview.  

▪ I fully understand that the interview will be recorded and the recordings will be transcribed. 
▪ I understand that the data gathered may be used for publication purposes in the future. 
▪ I am satisfied with the terms of confidentiality that are granted by the researcher. 
▪ I confirm that I have read and fully understood the purpose of the study.  
▪ I agree to take part in this study.  

 

Signature: ____________________                                     Date: ___________________ 

Supervisor: 

Dr. Sam Carr  

University of Bath  

Department of Education 

1 WEST NORTH 4.10  

Tel: +44 (0) 1225 383489 

S.Carr@bath.ac.uk  

Researcher: 

Amal Al Awadhi 

Director, Student Affairs 

AUBH 

Bahrain  

Mobile :  

  

 

mailto:S.Carr@bath.ac.uk
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Appendix 4 : Transcription Protocol 

 

 

Devon Transcription 

Audio Transcription, Proof Reading, Copy Typing & Data Inputting Services 

Sunnyside Cottage 

Uffculme Road 

Willand 

Devon EX15 2SA 

 

Data Protection 

We take security and confidentiality very seriously at Devon Transcription. We are 

classified under GDPR as a data controller and whilst we have always complied 

rigorously with the Data Protection Act, we have taken every step to ensure that we are 

compliant with the new legislation. We maintain strict confidentiality measures as 

standardised by English law and covered by the Official Secrets Act. 

An overview of our security procedures: 

• All our freelance transcribers are thoroughly vetted and required to sign confidentiality 
agreements prior to undertaking any work.  

• We operate secure streaming of voice files from a secure server and extensive firewalls are 
in place. 

• Non-digital recordings and documents are locked in secure units. 
• Documents are shredded, digital recordings are deleted and original recordings are 

destroyed or returned to clients two weeks after use. 

File Transfer Protocol 

We provide a highly secure encrypted file transfer system for security and confidentiality 

(Sendthisfile). All audio files are uploaded via our FTP server which only we can access using our 

username and password. All transcripts are returned via our server. 

By copying and pasting the following link into your browser you will be able to view more 

information regarding file transfer security. 

https://www.sendthisfile.com/features/secure/index.jsp 

www.devontranscription.co.uk 

Telephone: 01884 829247 

Email: info@devontranscription.co.uk 

https://www.sendthisfile.com/features/secure/index.jsp
http://www.devontranscription.co.uk/
mailto:info@devontranscription.co.uk
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Anonymity, Pseudonymity and Confidentiality 

We are happy to discuss personal requirements and tailor transcripts to suit individual needs. We 

are able to remove personal information from which a person can be identified. Please inform 

Devon Transcription if you would like your transcripts to be anonymised. 
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Appendix 5: Part-Time Faculty Data 

Choice:  

I: I am not sure if this is too soon to ask this question. Should I leave it till the 

end? But it just came to my mind. Are you part time faculty by choice or by force? 

R2: I have been offered a full time post a couple of times – after my first year and after 

my fourth year as well. The problem is I cannot coordinate between both jobs. I cannot do 

the work associated with the university justice as a full time employee – not yet, but my plan 

hopefully in the future is to follow you in pursuing my PhD, inshallah, and make it my 

retirement plan to teach. 

I: What subjects do you teach? 

R9: At the moment I teach Assessment of Education, before that I used to teach in the 

Educational Leadership Programme (ELP), but unfortunately, I also was shocked to find 

myself our of the programme. Considering that my expertise is in leadership, I should stay in 

the programme. I was surprised to be assigned to other courses. For example the Practical 

Internship course which I don’t mind, but I should continue teaching in the ELP.  

I: So how are courses assigned at the beginning of the term? 

R9: They ask us, but they don’t necessarily give us the courses that we ask for. I asked 

either for leadership or classroom management as they fall within my expertise, but they 

assigned the Assessment course to me instead. I don’t mind the Assessment course, but I 

am not happy with it.  

R9: No, it is not because I am a part-time faculty. It is a decision that is made by the 

Department Head.  

R10: I grew up here in [place]. I studied in [place] school from year 3 up to my A-levels, 

then I went to the UK. I studied my bachelor’s, my undergraduate, in [university] school of 

architecture. After having graduated, I came back to [place], more specifically [place], and I 

worked there for a year to immerse myself in the professional world and the architectural 

industry. I worked for two firms there – a large firm and a smaller firm to enable me to make 

up my mind as to what career choice I should make. I then decided to take a one year 

master’s in [university] for entrepreneurship, innovation and management, which I did not 

manage to complete because I decided then that I would like to switch back to architecture. 

It was difficult for me to see where I see myself because I am not really interested in the 

more artistic side of architecture. I love research, but I was more into the property side of it. 

After having left [university], I came back to [place]. I worked on a project here for my family 

for two and a half years, then I went back to [place] for my master’s in architecture at the 

Architectural Association. I worked there for a year and a half, then I came back to Bahrain 

to attend to some family circumstances. I felt that I didn’t want to lose time whilst doing those 

family obligations so I decided to apply part time at [university] because there is nothing 

more important than to be of service to educate people with what I have been taught, 

especially in this country which I consider home. That is all my professional work experience 

and my educational background. 

R10: (over speaking) part time I do get to choose what I want to teach, but they are 

normally assigned to part timers. There isn’t much leeway on that. There is a lot of thought 

process that goes into part timers being allocated to subjects that they teach because each 

architecture tutor has their own strengths and weaknesses. I think the department 

understands that. They recognise that. 
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Obligations:  

R2: My first and foremost obligation is towards the students. It is to make sure that I 

transfer the knowledge objectively and to the best of my ability, but I believe your question 

was towards the institution. Towards the institution it is to maintain a professional 

relationship, fulfil all the obligations that have been set out to me in the contract between me 

and them, and continuously keep them informed and disclose all the relevant information 

associated with the teaching and learning experience. When it comes to my responsibilities 

towards the university, I am trying to (over speaking) 

R2: When you asked me about my responsibilities towards the university, I can think 

about my contractual responsibilities towards the university, but when it comes to my 

obligation towards performing my role then it is mostly towards the students, if you don’t 

mind me saying. When it comes to the university, I have to disclose my assessment 

methods, my course syllabus, other information associated with student advisory. When it 

comes to the students though, that is where the real responsibility lies because at the end of 

the day, they are the clients. As much as we try our best to fulfil our role, there are certain 

things that come to mind that are difficult to explain in words. What I am trying to say is the 

main responsibility is the transfer of knowledge objectively speaking from the curriculum 

itself to the students in the best manner possible, which may entail the use of multiple 

teaching methods, direct contact with the students… Things have changed recently with the 

pandemic, but that is pretty  

R2: If you don’t mind me asking, a lot of the questions are about feelings. (over speaking) 

I: Because I am looking at perceptions. 

R2: Exactly. That is why I am coming back to the topic of your research, which is 

psychological at the end of the day. There is a huge psychological factor associated with 

this. You asked me how I feel about being involved in the risk management committee. It felt 

like our recommendations were not really followed through by the university executives and 

management. The university is very young. It started in 2003 or 2003, which in the life… 

R2: You can look at it that way and make it sound impressive or you can put it into 

context (over speaking) 20 years, which means if you compare it to other institutions it is a 

child, it is an infant. It is still trying to find its path. A lot of the university decisions are based 

on necessity and not luxury. [laughs] 

I: It is not easy when you have to abide by all the rules and regulations set by the 

Higher Education Council and all the oversight as you described it. It becomes not 

easy to initiate whatever you want to. 

R2: Exactly. It goes through a lot of hurdles. 

I: If you would look at yourself as a part timer and compare yourself with full 

timers, how would your job be different if you were a full time? 

R2: If I was a full time, I would be more contractually obligated to have research output, I 

would have a much larger number of students to advise, I would have also the obligation – 

not voluntary, the actual obligation – to be part of all the university events and activities. I 

would have to commit myself to longer hours at the university regardless if there are duties 

to be done or not. I am trying to think about what full timers do that I don’t. 

R2: Up to this point yes, because I have to balance both jobs. 
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R5: Basically, everything related to the course, that is the full responsibility 

[overspeaking] all the way from the beginning of the semester to the end of the semester; 

that is what is required from us.   

R5: - not just the course, there are additional requirements.  After the course is over, after 

you’ve done the final exam and the final submission, there’s a lot of admin work that you 

have to do like the course portfolio, the course assessments and the course submission; that 

is a lot of work that would require one to basically sit and compile all these files and all this 

data and all these calculations and so on.  It’s a lot of extra work.  I don’t know if a part-timer 

should be obliged to do that, yes, but a full-timer because that is their responsibility to do the 

educational part and the admin part.  But I think for a full-timer that’s a lot of extra work that 

in my opinion takes a lot of time. 

R7: Of course teaching and learning is my first responsibility. The responsibilities vary in 

each institution, but for my institution I am supposed to take the subject coordinatorship – 

mainly subject coordination. That is the extra role I am getting as a part time. In charge of 

the subject like that. 

R7: Yes. The terms are different for each university. Some universities instead of 

coordinators are using some other term, but it is leading the subject. 

I: Some institutions call it course leader and others call it course coordinator. As 

a course coordinator or subject coordinator, what are you expected to do? 

R7: I am supposed to make the exams, I am supposed to monitor the course 

specification, then we have to collect all the assessments, we have to evaluate the 

assessments. Of course the exams we have to do. At the end of the course there is 

something called a portfolio we have to make which contains all these things. It is a 

summary of our subject, what we have done from the course specs to the results of the 

students. Everything will be filed in that. It is an output of the end of the trimester for each 

faculty. That is their output. 

I: So at the end of each trimester you have to compile a portfolio of everything 

you have done with the students. 

R7: Yes. At the end of the trimester every faculty has some specific outputs, but that is 

personal. Basically some kind of assessment or certificates we have. Those faculty 

submissions, it is personal faculty files like our certificates, our achievements, research 

publications or any seminars we attended. If you are in charge of a course then of course we 

have a course portfolio so we have two. One is a faculty portfolio and one is a course 

portfolio. 

I: So faculty portfolio and course portfolio. The faculty portfolio is something 

that a teaching faculty normally prepares which a course portfolio, you compile 

evidence because you are the course coordinator. Is it interesting for you that you are 

a part time faculty, but the course coordinator at the same time? Is it normal in this 

institution for part time faculty to coordinate courses? 

R7: I will tell you the plus and minus points. Since I am working here for a long time and 

especially I was a full time, I am used to all these things so for me it is not a big burden, but 

as a normal faculty these things (interference). Since I am a person who knows everything, I 
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don’t mind. I am used to it because I was working as a full time faculty. Otherwise, especially 

if they are working in any other place and then getting all these coordinators, it is hard for 

them because when you are a coordinator you are supposed to do many things like exams. 

We have to make the exams, then we have to evaluate it. There are lots of responsibilities. 

R9: Yes, research is mentioned in the forms we fill. However, the publication of books is my 

personal desire. The research is required and is important.   

R10: I do a lot of background research. I do a lot of background reading because, for 

example, I never learnt behavioural factors in architecture and environmental behaviour in 

[place], but because it is part of the syllabus I had to learn a lot of theory so I can be 

prepared to teach the students. Because it is essay based, the whole course, and it is for 

fifth years so it is more complex, I have to do a lot of background reading. For my design 

courses I like to research a lot on each of my individual students’ interests and how they 

want to pursue that. This is very time consuming for a part time job. I myself thought it could 

have been something I could do on the side whilst I did my own thing where I had a full time 

job, but it wasn’t the case. It is very time consuming and you need to dedicate a lot of time to 

that, especially when it comes to paperwork for accreditation. It is so time-consuming. It has 

become much more efficient now that Covid has happened because everything is online and 

things are more streamlined with the new processes involved, but pre-Covid it was very 

time-consuming because you have to go to university, upload these things, print them out, 

have them signed and all that. 

I: Preparing for the course, teaching the course – what other obligations do you 

need to deliver as part of your contract with the university? 

R10: So far those are the only responsibilities that I was assigned or am expected to do. 

Other than that, there is a lot of research. Being a part timer, I don’t think much is expected 

from the tutors. More responsibility is expected from the course coordinators who have to 

manage the part timers and the full time tutors that are underneath them. Whatever is asked 

of me, I submit. 

much what comes to mind right now. [laughs]1 

Organisational Citizenship Behaviour:  

R2: Other than teaching, I have the student advisory, I have verifications and 

moderations which are responsibilities associated with assessing various other courses. It is 

not much of a responsibility. As a part timer I have a lot of leeway. I am not obligated to do a 

lot of things, but I choose to contribute. I volunteer to university events, participate in them, 

encourage students to participate in them and I promote other events associated with my 

subject to my students. I am not sure if that is what you were asking about. 

R2: It is something I owe the students. This is the way I feel. First and foremost is the 

student’s experience. For example, when it comes to our personal contribution to the 

university one of the main things that comes to mind is research. Research can sometimes 

be associated with other students, but in many times it is a coordination between faculty 

members or an independent individual endeavour. I contribute also when it comes to 

research, albeit sporadically and not to the extent where other full time teachers are 

contractually obligated to contribute annual to certain research. In my case, I know the use 

of the word volunteer, but I do it out of my own… 

R2: Yes. When it comes to departmental meetings, I attend nearly all of them as much as 

time and the balance between the two jobs allows me to. Thankfully, my track record when it 
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comes to attending departmental meetings is good. I contribute with my opinions about 

matters concerning even the selection of modules that can be available to students. I 

contribute even when it comes to recommendations on books. I also was part of the risk 

management committee for a very short period. I say a short period. It was about two years. 

R2: The committee was associated with identifying and analysing the risks associated 

with the university. We weren’t concerned with the financial and strategic aspect of it 

because that is more high level, more executive level. We did have recommendations in 

these fields, but we were mainly concerned with the operational part of it when we talk about 

risks in the sense that we look at curriculum, the teaching and learning experience, the 

various departments and their functions within the university whether that is student advisory 

or alumni services – the various departments in the university – and see how we can 

analyse… I don’t want to say shortcomings, but the risks associated with these operations. 

R9: Yes, they do…but sometimes…I don’t like how it is…for example, this semester they 

gave me a student who had exceptional circumstances and they asked me to teach her 

without any payment on addition to my load. If you teach a student or more, you still have to 

prepare, give her assignments, follow-up with her, and office hours. I have to do all these 

tasks.  

R10: Yes, of course. In the very beginning I was very passionate. I am one of the younger 

instructors there. I feel like I had a lot of fire and I was very passionate. How things are 

taught to the students, how students are seen by the faculty members, not just students, but 

some acknowledgement, that’s it. I felt I had to be riding the backs of these students and 

make sure they are pushed to have the ability to push themselves or see their own potential. 

When I was teaching the younger students, this was the last term I taught these younger 

students for design. This is confidential and it is not really a formal interview. Basically what 

happened was… I mentioned previously that the faculty is very competitive. I stuck to the 

syllabus, but I twisted a little bit to make sure the students are able to think outside the box. 

Because I care so much about the student work, I asked some of the students… It was 

optional of course, it wasn’t by force because I was briefed by the university that you can’t 

force students to do things. I said to them, ‘I want to create…’ This was one week or two 

before final submission and it was very stressful for the students. I said, ‘If you guys want, I 

can hold tutorials in my house.’ My house is with my mother and my sisters so it is not like I 

live on my own. There was nothing inappropriate about it. The majority of the students… all 

of them attended – this was one year and a half ago – except for one student because her 

parents felt it was inappropriate for her to visit a male’s house. She ended up complaining. I 

was always doing this from the start. She complained that it was unfair she was getting less 

than the other students were getting. She complained to the president of engineering, the 

one above [name]. Back then, [name]. I am sure you don’t know him. He was my superior, 

the head of the architectural school. There was a huge investigation that happened as to 

why I am giving them extra classes. I asked them myself. I said, ‘Before I do this, I would like 

to know if this is allowed or not because I don’t want to be slapped with some scandal, being 

an educator and being a male one at that in a course which is predominantly female 

students.’ He said, ‘It is fine. You can do it, but this is at your own risk.’ (over speaking) 

 

Teaching is Teaching: 

R5:     When it comes to the teaching part, we have the exact same obligations as the full-

timers, no difference in terms of the course syllabus, in terms of respecting the lecture 

timings and submissions of the students and the monitoring, the reviewing.  And even the 
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grading process and at the end of the semester submitting the course file and the grading 

reports; it is exactly what the full-timers are doing.  There is no difference than what a part-

timer should do, there’s no flexibility or lesser pressure given to the part-timers, it’s the same 

sort of task.  The only thing that full-timers have extra would be basically their involvement in 

committees and other administrators, work that they’re required to do in addition to their 

regular papers and research that they do.  But when it comes to the teaching part, it is 

exactly the same obligation. 

 

R9: I have exactly the same responsibilities that full-time faculty have. I attend meetings, I 

report on students and courses, I participate in committees, I participate in extracurricular 

activities such as national day celebrations and that sort of things. So, my responsibilities are 

the responsibilities of a full-time member.  

I: So, what is the difference now? Are there any tasks that you no longer have to do?  

R9: Nothing changed. 

R9: Yes, even the teaching load did not change.  

R9: I am supposed to teach for 12 hours maximum per term.  

 

Empowerment/Second class: 

I: It goes through lots of channels and you have to wait. You will find I use the 

word feel a lot. I am interested not in the written contract, but in the psychological 

contract and how you relate to the institution considering that my background is in 

psychology and HR/education. How empowered do you feel as a part time faculty? 

What is the scope of your power and influence? 

R2: To be quite frank, the university itself allows us to teach. Yes, there are parameters 

set on teaching methods when it comes to the core syllabus itself, when it comes to the 

content of the course, but when it comes to delivering the course there is quite a lot of liberty 

in that. I don’t feel restricted at all when it comes to delivering my course.  

 

I: I kind of like the fact that you said some Coordinators ask for suggestions and 

take your points on board, so my question here is to which extent do you feel that as 

a part-timer you have a voice and you have control over the way you teach your 

course? 

 

R5: When I think certain things do not make sense, either from a professional perspective 

or the load that is given to the students, this is where I give in my suggestions.  In certain 

courses, let’s say if it’s an Interior Design course and the Coordinators have decided to bring 

in a bit of architecture influence in that course, this is where I try to – and I know that there’s 

always a complete solid line between architecture and interior design.  Now, architects can 

do interior design but interior designers cannot do architecture because that’s a totally 

different field.  Now, if an interior design course is trying to introduce in architecture which 

might confuse the students, this is where in a very diplomatic way I would bring in my 

professional background and try to inform the Coordinator that “Okay, with all respect, you 
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bring in a bit of architecture, but can we limit it to this much percent to make sure that it does 

not confuse the students of knowing whether they’re going to be interior designers or going 

to be interior design with an architectural background?”  So again, some advisors or 

Coordinators would be very much welcoming the idea and be accepting this, others would 

say “No, we have been doing it for the past years [laughter] and we are doing it so 

successfully.”  Okay, but it doesn’t mean [laughs] I approve.  So, it’s like I’m forced to accept 

it, unfortunately.  I did come up with something similar to that in one of the courses in a 

subject that totally, again, it did not make sense.  But the Coordinator was very much 

insisting that we have done this before and it has successfully passed through the previous 

courses and allowed the students to be educated in that way.  Fine, but it was educating 

them in the wrong way, that professionally it does not support; that is where I have a concern 

because when you go into the actual practical world, this individual designer is not allowed to 

touch those lines.  This designer is not allowed to cross that line.  So, if you’re in education 

or teaching them something that is not acceptable in the practical world, this is where I have 

to come in and speak up.  But again, certain members were very much welcoming such 

ideas and accept, but others are not willing to accept it.  They’d always consider the 

hierarchy position, that they’re PhD holders, I’m a part-timer; they always say “Okay, we 

know teaching, you know practice, stick to that,” [laughter] [overspeaking].  But I get that sort 

of well, I made my point and I’ll leave it to them to decide.  I’m not the type that wants to 

create an argument; I’ll state my point in a very diplomatic way and I leave it to them to 

decide.  They might acknowledge this for the next semester or so on, if they did not it’s their 

call at the end of the day. 

 

I: And do you remember an instance when you made a suggestion, maybe to the 

course curriculum or the assessment, and your suggestion was reflected? 

 

R5: I was hoping the complete thing to be scrapped, which was impossible for the course 

otherwise the whole programme would have been totally changed [laughs] for that course if 

something was changed.  But I managed to persuade to reduce a lot of the other 

architecture related requirements that were not necessary in the course, which luckily, they 

have removed.  They did not remove it at the time when we discussed it, but as the course 

progressed, they came to remove those things and I was like “Okay, I guess they needed 

time to understand and digest and see how the students are reacting to the work, and the 

Coordinator made the decision.”  And I’m glad that they decided to do it that way.  So, I 

would say 50% it was accepted, yes. 

 

I: Okay, 50%.  To which extent do you feel that there is room for you to 

participate in Departmental Meetings and maybe forums where discussions about the 

curriculum and the design of the courses are discussed.  Do you get the chance to –  

 

R5: Oh, we’re not involved in any of these Departmental Meetings or Programme 

Committee Meetings or course Organisation Committee Meetings and so on.  We are 

basically as part-timers given the course and then “Now go and meet with your Coordinator, 

and the Coordinator will give you a brief about the course itself.”   

 



155 
 

I: And how do you feel about that? [Laughs] 

 

R5: As a part-timer, I would say fine, I don’t need to be involved in that at this stage.  As a 

full-timer, yes, I would need to definitely be involved.  I think as a part-timer, being involved 

in Departmental Meetings and everything would mean you being really involved in a lot of 

the administration work and so on, because as part-timers, we do not have the luxury of 

giving 100% to the university courses; we still have our other jobs to attend to.  So, I don’t 

think of it negatively, but I would think at this stage as a part-timer, it’s a blessing that we’re 

not involved in those things. 

 

I: Do you get to choose your subjects and the timings? 

R7: Yes, mostly. We can choose it. 

I: So there is some flexibility in terms of saying, ‘I don’t like this course, I don’t 

want to teach it. I prefer this course and this is the time that I am available at.’ 

R7: Yes, we can say that. Some problems are there, but still we can specify. The thing is 

that in computer science especially subjects, every trimester it all depends on the students’ 

enrolment and what courses they offer. That affects us. Only offering courses we can take. 

We have to register the courses so that restriction we have. It is a drawback. (interference) 

we can choose so we have a choice. 

R7: Yes. We are supposed to attend meetings, but there are exceptions because as part 

time faculty we are there only for a restricted time. That is flexible. Whether we attend or not, 

they inform us of everything, but if you can attend they are happy. That flexibility they are 

giving. (over speaking) part time we wish to attend only that specific time. 

I: How can you raise this here? How can you make them take action?  

R9: Well, I write in the newspapers and I have a very long experience. Look at this photo on 

the wall of the child in traditional custom. This child is American, I taught him write his name 

in Arabic in the USA. Back in the USA I used to develop my own units and teach them. I 

loved teaching new things.  

R10: Yes, if you know the right person to suggest to, but they will be some sort of speaker 

for you because you are a part timer. You can definitely approach the chairwoman on certain 

suggestions and that is highly encouraged, but with the current situation with Covid that is 

difficult. That is my answer to that. 

R7: Yes. I will tell you something. Now everybody is asking for PhD faculty. I respect that 

position, I also respect that education. Each and every qualification, every additional degree 

we have is something to be respected. It is a very powerful thing, but for me if you are a 

person who is very innovative and creative and eager to know something else and you have 

specific teaching skills, I don’t think you need a PhD to teach. 

I: I was expecting that you would say it is the time when they told you that they 

will finish or close the contract, but you didn’t say it. That is what I was expecting you 

to say! 

R7: Actually there was in a way. It is not a new thing for us. That is why I don’t say too 

much, because for us this is not happening first time. When we were working as full time 
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also, in between they will change us. They will tell us to go and come back. These processes 

happen in between because they have lots of changes. They used to say, ‘This is not 

possible to change it,’ then come back, but this is all only for one month. Immediately we 

would be back. That is happening for a long time. Initially of course it was a shock for us. 

I: But you have watched other people go through the same process so you feel 

that it was expected, the renewal of the contract. 

R7: Personally there is nothing like that, but when something happened to me it 

happened to others as well. It is not individual feelings. 

R10: He answered ambiguously because he trusted me. I didn’t have any agenda, I just 

like to see my students improve so much. It was a way for me to create an extension of what 

was happening in [place] here where the work is outstanding. Students in [place] have that 

potential undoubtedly. It is just a mistake in birth that you aren’t able to study abroad. What 

happened was the course coordinator who had the design module made a huge issue. They 

interviewed my students without me. They told me not to come to the class. They made 

some inquisition. I don’t mind that happening. That is completely the university’s right, but 

what I felt so unprofessional was they were telling my students, ‘This is not what you are 

meant to be taught. You are not meant to be doing this. This looks like some of his other 

students’ work last term.’ The students themselves felt like I didn’t have credibility any more 

as a tutor and they lost confidence in me. That is what really affected me. I even confronted 

the teacher who said that to my students. I said, ‘I don’t mind you interviewing my students. 

That is absolutely your right, but being so unprofessional to the point that you have to say 

these things to discredit me indirectly as an educator to these students who rely so much on 

because design is a studio and I am their studio master – it is like running a firm and these 

students do the work based on your expectations – that was quite unforgettable.’ 

 

Expectations:  

I: I was trying to portray a picture of what is expected from you – what is your 

role and responsibility and obligations. Now let’s look at the other side of the 

equation. What are your expectations? What do you expect from the institution in 

return for your inputs? 

R2: Maybe I am a bit confused. I wish I did my research before I did your interview about 

your topic because when you tell me what I feel about what I expect back, this is so 

subjective. 

R2: You are being too generous, but the truth of the matter is I expect respect, assistance 

and acknowledgement of work, to keep it short. I don’t expect anything else. I really don’t. 

The contractual obligation between me and them stipulates that they have to pay me so I 

expect that cheque! 

R2: They pay after the semester is done. 

R2: Yes, I can deduct that. When you are talking about what I expect out of them, 

honestly it is just respect and support when it comes to… 

R2: Yes, when it comes to support administrative factors are associated with organising 

my timetable, organising my exam schedule, also support when it comes to informing me 

about the student situation such as students at risk, students on probation. I need to know 

about these things so I can act upon it. I need support from them, even simple support when 
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it comes to the availability of classes, the technology that we use within the classes, even 

simple stationery. You expect as a teacher that the university would provide all these 

aspects. 

I: How satisfied are you with this support – those little things that you need in 

order to do your job properly? 

R2: Highly satisfied. They have never wavered in their support. Whenever you ask for 

anything, even if it is something they have not provided before, they look into it and more 

likely than not they would provide it. A point has to be stressed on the IT department in our 

university, which have worked so well to allow us to adapt to the new situation – online 

teaching after the Covid-19 pandemic. Many universities struggled, from my knowledge and 

connections. If you allow me to say since this is such a subjective topic, the older generation 

have really struggled to transfer their… Don’t get me wrong. Some of the learning 

experience by students might have been compromised slightly because of the lack of 

physical interaction not just with the teacher but amongst themselves. They work in groups 

and visit libraries and do all those sorts of things. Our IT department and the support they 

have provided us during the pandemic has been nothing short of great. 

 

R5: When it comes to expectations, there are multiple ways of expectation.  Expectations 

from a monetary perspective is very low because for a part-timer, the amount that you would 

get is very minimal compared to the full-timer.  But from my side, I’m doing it because this 

adds up to my CV of being enrolled at the university as a part-timer and giving courses.  And 

I’m taking it as a learning experience as well, because it’s not just the students that are doing 

the work, I find myself working as well in terms of reviewing and reading and enriching my 

own architectural background and knowledge in multiple fields that maybe I was aware of 

and became more aware of now because I’ve reviewed and read more to be more familiar 

with this, and improved my presentation skills because I haven’t always been good when it 

comes to presentations.  But there is never ‘good enough’ for any person; you can always 

improve yourself and be better when it comes to presenting, and especially being a public 

spokesperson as well, that has made me more confident to speaking out in public.  And 

because of me going back to university, it occurred to me to be involved in symposiums and 

talks and so on that came along the way in the past year.  What do I expect from the 

university?  They are appreciating the work that I’m doing, and it has put me in a good 

position with the Department, with the faculty members, and that’s basically it.  I think it’s a 

win-win situation for both; they’re appreciating the fact that I’m taking these courses and they 

have a lack of faculty members, and I’m appreciating having these and educating myself 

with this. 

 

 

R5: The fact that they’re calling me every time with more courses, I would say [laughter] 

[overspeaking] semesters, that’s a sign of appreciation.  Otherwise they would have blocked 

me, or would have given me less courses.  I have not and – touch wood – have not received 

any complaints from students, have not had any complaints from other faculty members.  

The good thing from the Department is it’s quite transparent; if there is any negative point 

regarding a teacher or a student, or a student against a teacher or vice-versa, they would 

immediately raise the alarm and sit with that instructor or the student and try to solve the 

situation.  Luckily, I have not faced any of that situation in the last three courses that I’ve 

been teaching, so it means that things are going smoothly, or should be.  I’m in regular 
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communication with the Coordinator of the course, be it through the WhatsApp group that 

they have created or the emails or the Teams group.  I’m not the type that would stay quiet, 

rather if I have a need to ask because I want it to be clarified with me, they might be more 

familiar with their task being a full-timer and have done these courses before, but for me, I’m 

the type of person that keeps asking always, always, always.  And they’re very appreciative 

of me asking because they answer, and they also enlighten the others in the group as well, 

those who are not even asking any questions.  So in that sense, I have not seen anything 

negative from the Department, rather giving me more courses and welcoming me to take 

even more challenges in the coming semesters as well. 

  

R5: They have spoken to me regarding a full-time employment opportunity, which I am 

considering and I would be not turning down the opportunity if it comes.  And of course, this 

has occurred or this opportunity came into the picture taking into account because they’re 

appreciating the work that I have done in these two semesters.  So, if this becomes official, 

then I would be more than happy to consider it and acknowledge this opportunity -  

 

R5: When they were discussing with me the opportunity, they did mention that “If you are 

to go for your PhD, have you thought of a research topic?”  And I told them “At this stage, no 

I have not.”  So, there was an implication that okay, if a position is going to come, they do 

have a plan that there’s going to be a PhD with it, which encouraged me more.   

R7: Salary, of course! [laughs] If we get it, we will be happy. Of course more than salary, 

appreciation or a good word from them. For me that is important. When they give 

appreciation in terms of just a word, that is better than anything else. In return I am expecting 

that they should call me every trimester and give me a good time. 

R7: Yes, exactly. If I am a new faculty there are lots of restrictions, but in my case, 

especially in the place where I work, I am not a new person. I don’t want to prove anything 

more. I already proved myself. That is the main thing I am expecting. In return I am 

expecting they will call me at any time and they will give me the subject for the time that I 

want. 

I: When you were a full timer, what more were you supposed to deliver that you 

are not doing at the moment? What is the burden or workload that got reduced? 

R7: Meetings. When you are working as a full time, not only the subject coordinatorships, 

we are supposed to do research. We have research, not only institutional research. We have 

to do all the publications we need. We have to work on the publications. We have to do lots 

of seminars and, if possible, training. At least that is an option, but the seminars are a must. 

Then we have internal activities like community activities or internal college activities, 

academic advising. Many things we have to do. Now I am not responsible for any of these 

things I just focus on my teaching. That is the main thing. That’s it. 

R7: More respect to the faculties or more facilities for the employees. That is the only 

thing I can say. I think everything is fine, but they can do better things for the employees. 

R: I should be appreciated. 

I: How do you know that you are being appreciated or not? What are the signs of 

appreciation to you? 
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R9: I would expect a thank you letter by the end of the academic year or a celebration 

identifying those who performed and were most productive. None of this happen…here if we 

are procustive or not, it doesn’t make a difference…I don’t know. If we are members in a 

committee or something of this sort we have to write it down. Every year before renewing our 

contracts we write all of our accomplishments and we write the same things every year. 

Recording our accomplishments is time consuming and the human side is neglected.  

I: [laughing]… now we reaching the end… what are your recommendations to the university 

and its management?  

R9: Clarifying the requirements and having a clear policy and strategy. The teaching and 

learning strategy is not clear here…we teach in English and they used to ask that we should 

be bilingual. I used to teach school principals who complained about this…I used to feel 

sorry for them and feel that they should learn something from the program. I used to 

translate the whole curriculum to them. I always publish my books in Arabic to support the 

courses I teach. I wrote a book in relation to the 360 degrees evaluation course so that they 

can read it. I translate my lectures as well. Now they changed the program and made it in 

Arabic. I feel sorry for those who were studying the program in English for 10 years and 

leave the program with limited value.  

R10: They know I am dedicated. I applied for a full time position a year ago, but it hasn’t 

been yet approved. They have an institution which approves government employees. They 

are still processing my papers. 

R10: Teaching as a part timer gives one more liberty because there isn’t a contract there. 

Teaching full time, you would be required to do a lot more administration work, which they 

mentioned to me in the past when they endorsed me as a full time candidate for a position. 

Also being full time, they require you to think about your PhD. That is what [university] really 

wants, which is completely different from the UK because in the UK, especially architecture, 

most of the tutors themselves are not really considered part time, but the tutors are 

professionals who come to the university to teach twice a week. They are not really expected 

to have a PhD. 

R10: I am not really looking for anything financially to satisfy me right now because I just 

get paid twice a year per term. That is not really (over speaking). I like to see my students 

improve a lot. That is really what I love to do. In a way it is like research. Whatever I find 

interesting, I apply or I push in the students’ work. It is fantastic. It is like research for myself 

in a way, especially when it comes to design, and to test out what the region sees as 

acceptable or not. Also what I really find satisfying from teaching is I have come to realise I 

have gained a lot of skills in managing students with different abilities, from those who feel 

they don’t have much to offer to those who are extremely ambitious. I am managing this 

huge group of students. I teach approximately 50 students, not just design but across all the 

subjects I teach. I myself was quite shocked. It was very challenging to manage so many 

students and make sure you allocate as much time per student as you can as an educator, 

which I think is a big weakness of [university]. There are so many students in some subjects 

and you have less time to have conversations. 

I: Being a public university and almost free, the number of students you have is 

huge. These are things that you offer yourself, but what are the things you expect the 

university to give you in return? 

R10: They have given me a lot of opportunity now with teaching subjects which require so 

much more research and so much more knowledge. In terms of what I expect from the 

university, I am still waiting for that call to say my full time application has been processed. 
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Even if it were to be successful or unsuccessful, I am still waiting for that. I am still a bit 

uncertain. What I expect from the university I am not really sure because I never saw myself 

as an educator in the beginning. That is slowly changing over time so I am not really sure 

how to answer your question as to what I expect from the university. I wish I expected a bit 

more security as a part timer. Part time work at the university isn’t a joke. It is very time-

consuming and quite draining sometimes. A bit more financial or even medical insurance 

would have been excellent. Is this the question you are asking me? 

I: Yes, these are things you can expect. 

R10: Maybe get paid more than twice a year, which is quite demotivating sometimes 

coming from studying so long and working so hard to graduate from those institutions I have 

been to. 

I: That is a tangible return you would expect. What about intangible returns? To 

what extent do you feel acknowledged, respected, trusted? 

R10: Acknowledgement would be great, but architecture schools or design schools are so 

different from other schools. I am just going to say it. It is highly competitive between the 

tutors. It is quite political as well. I am not used to navigating through these political 

undercurrents in the university. Definitely more acknowledgement, but I don’t expect much 

from the university because the students themselves give me that even if they don’t express 

it themselves. Seeing the improvements they make in itself is extremely rewarding. That is it, 

really – what I expect from the university. 

R10: I don’t think the institution makes a lot of promises. They are not very misleading. It is 

not ethical even for them to make promises they can’t keep. It was great in a way that they 

have allowed me to take on more responsibility in teaching higher in terms of technicality 

subjects of that nature. They promised me that from the beginning. I always told them, ‘I 

don’t think I am suited for younger students because they will not be able to condition 

themselves to my (over speaking) the minority.’ I thought it would be the majority, but the 

minority because students are very eager, especially if they know they have a tutor who can 

offer more than what is being offered to their peers. Especially at [university] there are some 

very ambitious students. That is really it. 

R2: No, never promised anything. I have an expectation, not a promise. Not even an 

expectation. It is more of a hope. I hope to follow in your footsteps and apply for my PhD 

very soon and I hope that they consider sponsoring that. Other than that I have nothing else. 

R7: Yes. There was a situation two years back. They gave a chance to go full time, but it 

didn’t happen. There are some other reasons. Now the current situation has also affected 

that. I didn’t run behind it. The reason I told you if I become a full time, it really affected me a 

lot. Then I feel it is okay. For me as a person, now I am thinking: try to be happy with what 

we have. I always feel God is giving me something to go forward. I feel that is the best for 

me. Instead of planning too much, better to go the way it comes. 

 

Clarity and Preparation:  

I: Looking at the concept of obligations and expectations, to what extent do you 

feel that your obligations and expectations are clear to you – there is no vagueness 

around them, you understand what you need to do and what you will get in return? 
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R2: It has always been very clear. I am talking about seven years of working with the 

university. What is expected of me and what I expect out of them has always been very 

known to both parties of this contract. I don’t know how much effect does the Covid-19 

pandemic have on your research, but it is something that has affected all of us. Because of 

the continuous changes in regulations from the regulators – let me say regulators instead of 

naming any government institution – the university had to adapt to all these changes in 

regulation. Then they have to convey these changes to us and we have to implement them 

in the class. The nature of this international crisis is that you don’t know when they are going 

to have additional restrictions, when they are going to ease off – to give you actual 

examples, when they are going to allow students to come back. When are they going to 

allow them to at least conduct tests and exams? If they cannot conduct exams, that means 

we have to find alternative assessment methods. Are these assessment methods going to 

be in line with the national qualification framework? Your question was about clarity of 

responsibilities towards each other. Only lately, some of these aspects were a bit unclear. 

So, looking at the kinds of responsibilities and tasks you are expected to do as a part-

timer, you mentioned that you have this WhatsApp group or channels to 

communicate with the Course Coordinator, who seems to be your main source of 

information when you have questions.  To which extent do you feel that the 

obligations and responsibilities are clear or vague when it comes to being a part-timer 

at XXXXX? 

 

R5: Very good.  I’ve been lucky with good Coordinators, and I have been unfortunate with 

bad Coordinators; I’ll be very honest.  The good Coordinators are very detailed when it 

comes to explaining the step by step of the syllabus, be it a full-timer or part-timer would get 

to fully understand what is required from the course.  They tend to have regular meetings on 

Teams to discuss if we’re fully aware of what needs to be done.  Once we reach a stage in 

the development of the course, then she would meet with us or he would meet with us and 

tell us what has been done, has everything been going as per the programme, any 

questions, any concerns?  Okay, now the second part that we’re going to move into, “Is 

everybody clear about the steps?”  And we discuss, and it has open discussion.  And they’re 

quite flexible when it comes to having suggestions from others, like if this is not practical 

taking into account the situation with the pandemic and the students are not fulfilling such 

obligation because they’re not networking and all these things.  So, they’re not very 

stubborn, rather they listen to the members, being the full-timers or the part-timers and they 

take into consideration, and sometimes they acknowledge it, sometimes they have 

alternatives to suggest, but they’re very flexible when it comes to that.  At the same time, I 

have been unlucky with the bad Coordinators that basically just view the brief to review, 

you’re on your own, and we send an email, you have to wait three, four, five days after many 

reminders to get a response.  So, I don’t think the majority of the faculty are that; fortunately 

I’ve only been unlucky with one that it’s very difficult to communicate with, but the others 

have been very, very flexible.  Very available all the time. 

I: So, is it right to say that as a part-timer, the clarity of what is expected from 

you will depend on the Coordinator that you’re dealing with? 

R5: 100%.  If the Coordinator knows their task and they have clarified their syllabus 

perfectly, it’s an easy job for us. 
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R7: One way to see whether part time faculty is accepted or not, is fine or not… The 

institution are accepting us when they call us for the next trimester. If they are calling us for 

the next trimester it means they are happy. At least we can say they are happy one way or 

the other. I don’t know if that is what you mean, but it is one thing they are expecting from 

us. The second thing is the roles they are giving to us. If they really feel trust in us, they will 

give us extra roles. The other thing is in all the universities if there are accreditations, the 

part time faculty are also part of it. 

I: Do you get paid for this extra work, for example participation in accreditation 

and preparing documents that are related to those activities? 

R7: Do you want me to say the frank thing? [laughs] 

I: Yes, of course. I need the truth. I need an honest response. 

R7: Then no. 

I: Of course, because you spent a lot of time with the institution as a full time 

faculty and this makes you more personally attached to the institution. If you are 

stuck and there is some information that you need to know, who do you go to? How 

do you find information about your rights and responsibilities? 

R7: The protocol is if anything we need, we should approach our dean or our direct head. 

If I need anything, that should be a programme head. If that is not happening then the dean. 

If then nothing happens then of course HR or the school admin heads are there. Not only 

that, every trimester there will be an orientation from the HR side as well as the dean’s side. 

That is how we get all the basic information. 

R9: Just three years. The Labour Law in Bahrain stipulates that if an employee reaches a 

certain age, the employee cannot work on full-time basis and is forced to shift to part-time 

work. I am Saudi, so they treat me in the same way they treat Bahraini nationals. This is 

why…but this did not work for my benefit for sure. Not because they deducted part of my 

salary, this is not a problem…I used to get accommodation allowance and tickets, again not 

a big deal, but the real issue is that I did not know that there is a rule that I could only work 

for two additional years. This is the regulation for part-time and this is what I find irritating.  

I: Interesting…to which extent you feel that your responsibilities as a part-timer are clear? 

R9: No, things are not clear. I hear from my colleagues. One of my colleagues told me that 

we cannot be appointed as course coordinators, because we are part-time staff. I didn’t 

know that…I didn’t know that I am not suitable to coordinate a course.  

I: Is this something that you would like to do? 

R9: No, I don’t want to be a coordinator…it is more work…but the point is that I didn’t know 

about that. There might be other things that I am not aware of.  

I: At the beginning of the contract, no one explains the responsibilities?  

R9: No, all what I remember is seeing the student feedback…they don’t even introduce us to 

the other employees. I have been here for a very long time, there are still staff whom I don’t 

know. I try to walk around and enter offices to say hello in the morning.  

I: So, you feel that your orientation as an employee could be done better? 

R9: Yes, so that I would know what is expected from me and what is not required from me to 

do. My rights and obligations.  



163 
 

I: Is there a particular document that you can refer to?  

R10: They are some extremely intelligent and talented individuals in [university]. That is 

what I recognise. Instead of staying there as some sort of gig, I have been there since 2018 

because I feel it is so beneficial for myself as well to push these individuals further. It was 

tricky in the beginning because there were a lot of student complaints about my teaching 

because I didn’t have any teaching experience. I have taught the way I was taught. I think 

that was difficult culturally so I have changed my approach in teaching, but I haven’t 

changed my expectations of my students. If you have a tutor who expects these things from 

you, that in itself is a motivator to push yourself. 

R10: There wasn’t much preparation. That was so evident as the course progressed 

because it was very difficult to get things in order. I was – I wouldn’t say reprimanded, but I 

was told off for teaching things differently. Being an American system, it is quite rigid. In 

[place] it is so much more flexible and more autonomous. 

R10: They don’t say much and to be frank, there isn’t much quality control. That is quite 

worrying with regards to design. Each teacher has a number of students for design, which is 

the largest credit value. Of course every single tutor will teach differently from another 

because the way they see design is different, their ideologies are different etc. That is a bit 

worrying in [university]. There isn’t a way for you to see the quality of teaching that is being 

given to the students, which is a shame. It is very bureaucratic in the sense that you are 

given so much paperwork to follow. There is the syllabus, do this and this, and what is 

expected of the students, but there isn’t much quality control. 

R10: I ask the coordinator or I ask some of the faculty members I have formed 

relationships with. 

 

Covid-19 and Online Teaching:  

I: Due to the Covid-19 situation it is not something that is only applicable to your 

institution. It is applicable to all of us who work in higher education. It affects 

everybody. Talking about Covid-19, to what extent did Covid-19 change the nature of 

your job as a faculty member? Did it impose any additional responsibilities on you? 

How did it change the nature of your job? 

R2: Going from face to face teaching to online teaching has made quite a few changes to 

us. To begin with, when you are face to face you can read people and read their reactions. 

The simplest of things is when you explain something and see their facial reactions. You 

realise that they understand or you need to stress more on a certain point. The students 

contribute more when it is face to face in the class setting. There are less distractions and I 

can tell that there are less distractions. When it comes to our responsibility, we had to 

completely change. It was a paradigm shift in teaching. We had to completely change the 

way we deliver and it happened overnight. There was no preparation for it, but the university 

– to their credit – have immediately conducted many training sessions to allow us to adapt to 

the new situation. We started teaching online, assessing online, communicating online. That 

personal relationship with the students has definitely weakened. Assessment methods differ. 

We used to be able to test them or give them an exam and we can’t do this any more. Other 

assessment methods such as case studies and presentations are not effective as much, but 

you can still conduct them online. When it comes to our experience, the changes that 

happened are quite significant. 
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I: You still need to prepare for the classes, it is just the response that you get, 

staying in touch with the students and assessment of course is a big part of how you 

evaluate your students and their achievement. Looking at the relationship that you 

said you have with the institution, that has been evolving around seven years now. As 

you were progressing through this relationship, who are the main sources of 

information – the key individuals that you turn to when you are not sure about 

something, when you want to ask about something or have a question? 

R2: I immediately go to my direct reporting line superior which is the department 

chairperson. 

R9: No, it doesn’t, especially in the current situation of the Corona, because there is no face-

to-face interaction. You cannot tell…you only get to know people when you see them. When 

you see people face-to-face you can communicate with them. That’s why I asked you to see 

me in person, so that I can see your facial expression and your body language. I can’t see 

any of this when we meet now, so I don’t know what is going on.  

I: A day in your career at XXXXX that you do not forget. 

 

R5: [Pause] You see, I think the transition that we did last year in February when we 

converted all from physical teaching to online teaching, this was a wake-up call for everyone 

in terms of adjusting themselves and their teaching systems.  I have to be very honest; when 

this happened, I got so frustrated because I had projects, I had deadlines myself.  And 

training myself to teach online, to renew applications and systems was an additional 

responsibility that I was not ready for.  I’ll be honest with you; I reached a point where the 

semester was still in the beginning, we only finished a month, and I was so close to saying 

“You know what?  I’m going to quit.  I’m going to have them hire someone else or take these 

courses by someone else because I can’t take these further responsibilities and I’ve got my 

other projects and other responsibilities to handle.”  But then, I realised I’m not a quitter, and 

understood the challenge is myself.  And all I did was really sit in front of the laptop and 

review all the tutorials and everything about Microsoft Teams and Blackboard and so on, and 

in less than two days, not that I mastered it, I was even able to teach the other faculty 

members of how to use Microsoft Teams and how to share their files and Sketch and things 

like that for the students.  So, everybody was appreciative of that, it was like “Mohammed, 

come and teach us,” because I’m a part-timer and I continued to learn something new, and 

then I started to teach it to others.  And I realised how everybody in such a situation became 

so close as a Department, like a family, regardless of being on different courses and so on.  

Full-timer or part-timer, we all became very equal.  That made me totally look different at the 

Department to realise that “You know what?  This Department have very good social 

connections and bond with each other.  They all have a mutual understanding and respect, 

and this is something you don’t get everywhere.”  So, there’s a part that I respected as well, 

and the part that totally changed my perception, “You know?  I’m not leaving, I’m staying. 

[Laughter] I’m taking my courses.” 

 

I: Do you think that there was something that you needed at that point?  What 

kind of support you needed at that point that you didn’t get from XXXXX, moving from 

face-to-face from online?  It was a shock; we all went through it, nobody was prepared 

for it [laughs]. 
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R5: It was a shock. 

 

R5: Support was available.  Exactly.  Support was available.  Myself personally was not 

willing to accept the additional tasks and responsibility because of my time restrictions and 

my other obligations.  I psychologically prepared myself to only teach these courses, I go to 

the university from eight o’clock until twelve or until one or two, teach the courses, finish with 

the students and then leave.  And then of course, the courses that I was teaching did not 

have corrections.  Even if there is going to the corrections, students present during the class, 

I put my grade, I put my comments within the class and everything’s done, so afternoons 

were all my time for my other jobs and projects and commitments.  But with this, it required 

me to dedicate myself more than two hours a day to enlighten myself with this new system.  

And at that point, I was not ready, I was like “I can’t, this is a lot of additional burden that is 

not worth it for me to take.”  But I sailed through it; it was just the spur of the moment, I 

would say, there were just two or three days that I was very negative.  The moment I started 

looking at things positively, I managed it perfectly and then I continued my courses without 

any difficulty and we finished the semester perfectly. 

 

Who do you work for?  

I: This is going to be one of those loose questions. I am getting as I am speaking 

with you that you are very pragmatic. I am guessing you are teaching risk so you like 

things to be hands-on. [laughs] I am going to ask something that is totally not hands-

on now. Who do you consider as your employer? Who do you find yourself obliged 

to? 

R2: The students. 

R5: By the university, my employer and teaching, of course, the Head of Department, -  

 

 

R5: - the Head of the Department is my employer.  At the end of the day, anything that 

comes with a higher authority, I always consult her; I go to her for final advice on all of these 

things. 

 

R7: The dean, because we are not supposed to report to anyone else, only our heads. 

R9: I am not sure who employed me. To be honest with you, I came here through my 

network. I knew someone who was a faculty member here. I spoke to him and expressed my 

interest, and they directly interviewed me after that.  

I: But now you have been here fore a while, from your perspective who do you see as your 

employer now? 

R9: The person that makes decisions is the Dean. Two years ago…or sorry, three years 

ago, during the winter break, I packed my bags to go to the United States and the Dean 

called me in the evening and he told me that he is sorry that the university rejected us and 

refused to renew the contracts due to our age. After coming back from my leave, I went to 

the university President. I asked him why? Is getting old a sin? He said, no, the Dean has 
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the final say in this matter. If you get me a letter from the Dean, approving your appointment, 

I can retreat the decision. I went to the Dean and he said that the decision was not his and 

that the decision came from the Shaikh. I don’t know which Shaikh.  

I: I will ask you a question that might sound weird. Who do you consider as your 

employer? Who do you feel you are obliged to? 

R10: The president of the architecture school. 

I: The dean? 

R10: No, not the dean because the architecture school is in the engineering department. 

The chairman. The head of the architecture department. The person who is above that 

person is somebody who heads the whole engineering department and he is a bit of an 

enigma! [laughs] I think that is the same case through all the departments in any university. 

She is the person I go to if I ever need any clarification when it comes to my employment, 

when it comes to this and that. 

 

Reciprocity and Fairness:  

I: Looking at the nature of this exchange or relationship between you and the 

institution, to what extent do you feel that it is fair or balanced? 

R2: No. I feel it is very fair and balanced. 

I: How do you perceive it at the moment? Did your perception change or has it 

always been like this? 

R2: Can I be specific, actually describing the changes that happened to personnel within 

the department? Would that be okay? 

I: Yes, of course. 

R2: The department chairperson changed three times while I was in the institution. I 

started with a certain doctor. She was very competent and knowledgeable. She was a 

competent leader and a good teacher, but she had a lot of conflicts with the institution. That 

put me in a very difficult position because as a part time teacher when I first came in, I did 

not want to… 

R5: In terms of the relationship with the team and the members, it’s 100%; no complaints 

there.  They all treat me and others with full respect, there’s perfect communication 

whenever needed with any member if I require it.  There’s very mutual, good respect 

between all the members.  So, that’s where it comes in terms of that.  The only negative part 

which is not related to the faculty member, it’s rather the administrative part of the university, 

which is basically the value of the part-timer fees, taking into account that you’re still 

teaching the same amount of course, still teaching the same amount of responsibility that the 

full-timers are having, but when it gets paid it’s very minimum in comparison.  That is the 

only part. 

 

I: So, you feel it’s unfair?  You feel that the rate per hour, if you compare your 

rate with the full-time rate, it’s much lower than the –  
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R5: Way lower; we’re talking about major [laughter] difference. [Overspeaking] 

R5: Yes, 10 or 15% of what we get paid in comparison with full-timers per month, if you 

calculate it, I think, if I’m not mistaken.  But I’m looking at it from a different perspective, I’m 

looking at it to build up my future.  But still, at the end of the day, you want to make money 

every time you work.  We have come to a time in life that every second counts, and if you’re 

not making money in those seconds, you’re wasting your time.  We have lived in an era in 

which the world is running and we have to run with it.  This is how I learned in my practice, 

the practical work, and every opportunity is a challenge and every opportunity to generate 

money, and if that project is not going to give you the sort of income, then move on to the 

next one.  So, same thing for the university; it is not generating the right income for me, but 

because I’m looking at it from a different perspective, how I’m going to be enriching my own 

knowledge, I’m benefitting from this myself.  And if I’m planning on having a different 

direction in my future, if I’m pursuing more a higher education career, then maybe I would 

need to take this compromise from getting paid to get something better at the end.  I’m 

looking at it that way. 

R7: Salary can be more. 

I: Do you feel the rate is not… 

R7: Yes, because I know the rate of other universities. Compared to that, this is less. 

(over speaking) Other than that it is appreciation. They can appreciate or motivate the faculty 

in many other ways. It is not only salary. My experience is that and I have seen many things 

so I think that is the main thing. I don’t want to give you much things because it is never-

ending, but that is the truth. At least one certificate or one word. That makes a big difference 

to people. 

I: In terms of satisfaction, to what extent do you feel that being a part timer 

brings you satisfaction? 

R7: I am satisfied as a part timer, no doubt in that. 

I: What makes you satisfied? What are the things that make you happy being a 

part timer? 

R7: There are many reasons why I became a part timer. One of the main reasons is my 

family. That is why I told you I am trying to be in a comfort zone – because of my family. 

Mainly I need time. My two children, I have to take care of them. That is the most thing. 

Husbands can’t manage everything by themselves. 

I: Work/life balance. 

R7: Yes. I am happy because of my family. I need a convenient or flexible time when I 

can manage my family, especially my children. That is the main thing. 

I: Do you feel the relationship you have with the institution is fair? Do you feel 

that it is a fair treatment? 

R7: It is fine. [laughs] 

I: How can we make it better? 

R7: The relationship with employees can be a little more beautiful. They can make it 

more beautiful than this. 
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I: How? What are you missing in this relationship? What would you like to see 

more of in this relationship? 

R7: If I say more, this meeting is never going to stop and it will be more personal. (over 

speaking) [laughs] 

I: Don’t worry. You can trust that everything you say is confidential. As a 

researcher, I am trying to understand how faculty feel about institutions. It has to be 

personal because that is why I need people. I want to know how each one of you or 

each of these faculty feel towards their job and their institution. Psychological 

contract is personal. What are you looking for? What would you like to see? 

R7: When I was a full time faculty, we really need someone to coordinate us. I have seen 

other faculties and when we compare to other institutions, we felt that the attitude towards 

employees or the treatment can be more good.  

I: What are signs of better treatment? Can you give me examples of things that 

you feel you could be treated better in? 

I: So words of acknowledgement. 

R7: Yes. (over speaking) If you don’t have any of these things, we are doing this much 

work and if we get one extra word, how much more they can expect from the employees. 

That difference comes naturally if they work from their heart. Those people who work, if they 

work really from their heart then I am sure a single word gives you miracles. 

I: As a part time faculty, do you get opportunities for development and training? 

R7: Chances are less. We have to do it ourselves. From the university side, chances are 

less. 

I: Is this something you think is needed? 

R7: Yes, of course. Especially in our computer science always we are developing 

otherwise it is really difficult. It is not only our institution. I am generally seeing our field, 

computer science, is like that. They have to update because every three years we used to 

update the curriculum. Curriculum change means new languages are coming or new 

software. We have to update otherwise it is really difficult so we need extra training. Either 

from the university side or for ourselves, we have to be updated especially in our field. 

I: now we will move on from roles and responsibilities to the nature of the relationship. To 

which extent do you feel satisfied with your relationship with the university through your 

current employment? Now as an employee, to which extent do you feel satisfied with your 

employment? Let’s say in a scale from 1-5 where 5 is most satisfied…  

R9: I would say 3. 

I: why 3?  

R9: As I told you, it’s the anxiety and the uncertainty. Now they have changed the person in 

charge of recruitment. I am not sure why they chose him, why not someone who is Arabic or 

Bahraini.  He became in charge without going through the voting procedure.  

I: You said earlier that you worked for six or seven months with a private university and you 

did not like it there. Let’s do a comparison between this university with the private one? how 

are they different?  
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R9: This university is better.  

I: How? 

R9: From the management perspective. Because my field of expertise is leadership and 

management, what makes me feel happy or unhappy is the management. The university 

President there was very autocratic, irritating and a liar…. I applied there for a teaching 

position. He asked me to do marketing for the university. Marketing is not my job, he killed 

me. He used to say that people know me. I told him I was well known in Riyadh because I 

used to have poetry nights and participated in local celebrations, in Riyadh yes, but not in 

the Eastern Province. He put me under pressure to take the brochures and the promotional 

materials to people. This is not my job. Secondly, he asked me how will I add value to the 

university? I told him I can serve the university with my pen, because I am a writer and an 

author. I wrote an article about private universities in Bahrain in the newspaper and he came 

the next morning to the office and he showed the article to the staff saying, she just came 

two weeks ago and already wrote about us in the newspaper…I felt that he made people 

hate me. The way people feel about me will change. He also told me that he promoted me 

and made me a Dean, but without additional pay. I was fine with it.  

I: So he gave you a title, without any extra pay.  

R9: Yes, I signed few papers as a Dean, then went to Kuwait to participate in an exhibition 

for the university. When I came back, I was shocked…he asked me if I met the new Dean! I 

asked which Dean? He said, we got a new Dean because they want someone with blond 

hair and blue eyes. I told him, you know what…I don’t like to work like this, and I submitted 

my resignation. What made me even more furious is…I was very honest with him…I am an 

honest woman…when he first hired me, I told him during the interview phase that my 

computer skills are poor. I took few courses to improve my skills, but I have a weakness in 

using computer. I attended a workshop at a different university for one day and I did not 

finish it because it was advanced. They gave me a certificate though. I told him that I can lie 

to you and say, I have this certificate. But to be honest, I don’t know how to use computers 

well. He told me not to worry about it and that if I become a Dean, I’ll have a secretary to 

help me. When I resigned, he said that I lied to him about my computer skills and told him 

that I was an expert in using computers. This really made me angry and I told him in his face 

that he is a liar. Then they kept calling me saying that I have some money left that I should 

collect, to return back. I told the accountant, even if I had some money that I should be 

paid…I don’t want this money.  

I: this means that as an employee, you value honesty. Honesty is very important to you. 

R9: Yes, honesty, decency and integrity…values are very important.  

I: So you are willing to accept a job, even if the pay is less than what you are getting, as long 

as you feel comfortable and at piece.  

R9: Yes  

I: This means that there are some good qualities that the university has. What are these 

good qualities? 

R9: To be honest, they listen…even if I go to the Dean everyday with complaint or a 

comment, he will listen and allow you to talk. Regardless he solves the problem or not. 

I: Does that make you feel that you have a voice? 

R9: Yes, exactly.  
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R10: In terms of the department, it is quite organised, but when it comes to having 

discussions or clarification it becomes a bit difficult. With regard to the actual university, it is 

so disorganised. For example, because these questions are based on HR, when it comes to 

salary there are so many delays – two or three months’ delay for me to receive my salary, 

which isn’t even that huge being a public institution. Not only that, but following it up is so 

bureaucratic. I would have to go to the university campus in [place]. I have to go to 

personnel, then to finance. It is difficult to follow things up even with regard to my full time 

application. I can’t even follow it up any more because now it is with the Civil Service 

Bureau. When I ask the head of department about my application status, even she doesn’t 

know herself because it is not any more in her hands. It is with the civil bureau. This is to do 

with [university] being a public university. Those are the things I find impractical. 

I: On a scale from 1 to 5, 5 being the highest, to what extent do you feel satisfied 

with the relationship you have with the institution? 

R10: Probably 2.5. (over speaking) 

I: Looking at the empty half of the cup, what is missing other than those difficult 

administrative and bureaucratic steps? 

R10: The facilities themselves. The teaching style is really outdated. There needs to be 

more cross-collaboration between part timers and full timers and for it not to be some sort of 

hierarchy because at the end of the day we are given the same responsibilities, but because 

it is full time they feel they have more to say or what they have to say weighs more than 

what we have to say. That is really important because in any department which wants to go 

up in the ranking or even rating or research, that really needs to happen. 

I: If you look at your relationship at the moment with the university, do you feel it 

is reciprocal, that it is a two-way relationship? 

R10: If I were to speak about other part timers, probably yes. With anyone, actually. You 

are given some sort of syllabus to disseminate to the students. It is a bit more laissez-faire 

how you deliver this material to the students. In my personal experience, I don’t think it is a 

two-way thing because I feel like I give so much more than expected from myself as a part 

timer so I expect at least a little more back from the university. 

 

Office Politics: 

I: Get involved in office politics? 

R2: Yes, to a certain extent. In order to appease both sides, it was very difficult because 

the department chairperson did not see eye to eye with the university council that runs the 

affairs of the university. I tried to play safe. That department chairperson then moved on to a 

different university, a different department chairperson came. She was very hands-on, 

applying policies and procedures to the extent where even her colleagues and people within 

her level at department chairperson were very frustrated with how precise she is when it 

comes to work, which I admired and appreciated because I am a very conformative sort of 

person. Then a total change happened where we got a very non-hands-on, very 

macromanaging department chairperson after that and the whole… To put it into real life 

situations, from a department chairperson checking every question within my assessments 

to check it conforms with the policies of the university to someone who signs off on my 

verification without even looking at my assessments was a huge difference. I am glad that 

my foundation was based on the more restrictive micromanager because that made me very 
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diligent in my work and have attention to detail, but then I got someone who gave me the 

liberty to change so much within the curriculum, change so much within the assessment 

methods and clearly told me, ‘You are the lord of your domain.’ [laughs] 

R2: He treated us in that sense. He treated me in that sense anyway. I had a lot of liberty 

when it comes to changing aspects about the delivery of the course. Now the last 

department chairperson is in the middle. He is not someone who is hands-on. I have had 

various relationships with (over speaking) 

I: So you think the change in personnel or the personality of the department 

chair influences the relationship you have with the institution as a part time faculty. 

Does it have an impact? This is at least what I am sensing you are saying. 

R2: 100 per cent. They are at the end of the day the barrier between… The person you 

report to is a buffer between you and what is beyond – the authority beyond. Whatever way 

they treat you, how they lead the team, regardless of the institution, is going to reflect upon 

your performance. 

I: Ok. In your opinion what role does the Head of Department play in defining your 

experience as a faculty member?  

R9: It depends on the personality of the Head, his leadership style. Some have a democratic 

leadership style other are autocratic.  

R9: We also have a leadership centre at the university, they meet without inviting me, 

although this is my area of expertise. I spoke to the Dean and asked him “why they don’t 

invite me”.  

R9: He told me that he will speak to somebody, but I still did not see anything…maybe by 

next term as we are now on a break…I don’t know.  

I: You have been working here for more than three years. Is this change recent?  

R9: Yes, it happened with the change in the department leadership.  

I: This means that the Head of Department does play a clear role? 

R9: Yes, he does. I think that having an Arabic Head of Department is very different from 

having a foreign Head of Department. An Arabic Head would understand our circumstances 

and would understand our culture. He would know how much I can give… 

R9: No. I will give you another example. During my first two years here, I was surprised to 

know that the Head of Department did not renew my contract because the course 

coordinator told him that the students complained about me. Students did not complain 

about me… no way…and if they do, they would go to the Head of the Department.  

I: You do not have a grievance procedure?  

R9: No. The Head showed up to my classroom and said that he would like to speak to the 

students. I started teaching for like 20 minutes and then he left. I was really upset and 

discussed this with his deputy. I told the deputy that what he did was not acceptable. He 

should have informed me and coordinated the class visit. He said that he will talk to the 

students, but he didn’t. I think she spoke to him and he didn’t like it. This is why he did not 

renew my contract.  I went to the Dean and told him that I heard a rumour that my contract 

will not be renewed, nothing official though. The Dean said that the Department Head claims 

that I don’t have any publications. I told him that I wrote four books in that year, this is 
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besides my writing in the news papers and my community service…I give workshops. He 

asked me to bring in my books 

I: Four books in one year! Mashallah  

R9: I write a lot when we have breaks. I have a huge library at home with 3000 to 4000 

books, so I have no issue in writing. Whenever I feel like writing something, I pull out the 

references and I do. Anyway, I got him the books and a colleague confirmed that the books 

are issued the same year and that they are good…he doesn’t read Arabic. He told me that 

the decision was made…I will try but I don’t promise. After a while, someone left the faculty 

and they renewed my contract. What I am trying to say here is that things can be personal.  

R9: You see, at the current situation where not many people are on campus, there is a very 

limited number of people that I get to see. One of them is a faculty member that used to be 

my student. I really used to like him because he was an outstanding student. He makes me 

feel proud. We also have an employee in the IT department that I consider like my daughter. 

I always have issues with blackboard, I ask for help but get stuck from time to time. This 

young lady always help me and I really respect her. She once told me that she is doing her 

masters and once I could not find her and they told me that she sometimes go to the library 

to get some references for her studies. Some time ago I had a class for this individual 

student that I have to teach, I wanted to start the class and MS Teams did not work. So, I 

needed someone to help me and I went to look for the IT employee and I could not find her. I 

saw the faculty member I used to teach outside standing with the Dean and I told him that I 

need someone to help me solve my IT issue because I could not find the IT girl, I thought 

she might have an assessment. I had a class, and I did not want to be late. The same guy 

offered me help. After few days, the girl came to me and she was very upset. She thought 

that I went to the Dean and told him that she was absent. She thought that I was 

complaining about her, although I really like her.  

I: what you are trying to tell me is that here you need to be very careful about everything you 

say.  

R9: I apologised to her and tried to explain that I was not complaining and I just needed help 

to catch up my class. I asked her who told her that I complained, but she did not tell me. I 

thought about it and I think that it must be the faculty member who helped me. She was 

upset.  

I: Do you think that someone took a point or an action against her?  

R9: I don’t think that they took an action against her, but they talked to her. I even told her 

that I am sure it was that faculty member who said this to you. I did not mean to say that you 

were absent to take an assessment…I told her a funny story to explain that sometimes 

people misinterpret what you say. It was just a lack of communication  

R10: I spoke to one of the tutors who I really trust, a full time faculty who I consider as a 

mentor, and she told me, ‘That was inappropriate what they did to you. Knowing [university] 

and knowing design, there is a lot of petty politics that happens. It is competitive as well.’ 

 

Self-motivation: 

R9: I fulfil my own needs through teaching. This is the only way for me to be satisfied. The 

students, despite the current situation with Corona and the fact that I don’t get to see 

them…I feel we need better structure. We are supposed to have more clarity. I told you, my 
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expertise is in leadership and I was surprised that I no longer teach leadership. There are 

others who are teaching it, although it is not their field of expertise.  

R5: I had to educate myself here, exactly, yes, yes, absolutely, that’s what happened. 

R5: I need to put my life schedule ahead, I need to put my years coming, what am I going to 

do, where am I going to be?  And if this is going to take longer than I expect it, then I 

wouldn’t know what to plan or how to plan things.  Nevertheless, I’m still continuing with 

building my professional career with the projects that I’ve got ongoing and the part-time 

teaching.  It has made my life work from morning until night, but I’m a workaholic.  I’ve been 

doing this for the past 20 years, working non-stop, it has not stopped me.  As long as I find 

time for my kids, that’s more than enough for me.  

 

Impact: 

I: It seems that you have gained a lot from this relationship. Did it take away 

anything from your life – the opportunity cost that you had to give up? I am trying to 

use words that I don’t normally use with my background in psychology! [laughs] What 

is the opportunity cost of your relationship with XXXXX university? 

R2: There is no opportunity cost except for the very brief time it takes to complete my 

responsibilities towards them. There is nothing else because I am a part timer so it is not 

interfering with my career and my business. When it comes to work/life relationship, there is 

always a part of it that is consumed by your work, but it is insignificant – negligible even – 

when it comes to my role at the university. I don’t feel like I had to compromise much. 

I: So, throughout the interview, you mentioned all of these great things that 

you’re getting out of this relationship, so everything that you’re getting.  What is this 

relationship taking away from you? 

 

R5: What is it taking away from me?  More time, basically [laughter].  That is the only 

thing.  Before, I had more time to spend with my architects and designers, now it is more like 

I consult them, I give them the feedback and everything of what they do, and they run and 

then they send me the work.  I still find time to design myself because that’s my passion at 

the end of the day.  Even having designers or draftsmen with me, certain projects I like to 

take over and design myself.  I do not have the luxury as I used to have before the teaching 

to be able to really have a full day of designing and sketching the way I used to.  Designing 

requires a complete clarity of state of mind, like art.  Architecture is another form of art, and 

any artist would need that complete solitude of the time and mind to be able to design.  But if 

you’re having students asking you questions here and there, and preparing a syllabus and 

correcting assignments and so on, that’s where I have to programme my schedule on a daily 

basis to create some gap days in between to say “Okay, these are my design days, these 

are my client meeting days, these are my other responsibilities, and these are the university, 

and of course the university work days.”  So yes, it has made me more pressured when it 

comes to time and responsibilities. 

 

I: Looking at this long relationship that you had with the institution over all these 

years, what did it give you and take away from you? What did this relationship give 

you? 
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R7: From day one in Bahrain I am in this institution. I learned a lot from the university, 

especially the way to manage students in Bahrain because that is a big thing. The culture 

from our side and the culture from here, especially the way of handling students, is entirely 

different. I learned that. The secondary thing is a lot of knowledge. When we learn how much 

we learn, when we do our education, you know how many restrictions there are. It is not just 

learning, but when we come to the university it is entirely different. We are learning 

everything new – lots of new subjects, lots of new software and how to deal with people and 

situations. Lots of official documentation, all this QA work. Even at the co-faculties because 

we are mingling with lots of other international faculties – multinational faculties we have. We 

are dealing with them and discussing. They used to teach us a lot. Mingling with other 

nationalities is a big thing. That I learned from the institutions, especially my co-faculties. 

Even with the documentation work, a lot we improved or learned from them of course. 

Especially in the initial years, the first 10 years, every day changes happened. The QA 

concepts all changed. All this we learned from the institution. I have no doubt in that. How 

many interviews I have had with these people – that was an experience. It was a big 

experience for me. 

I: What did it take away from you then? What did you have to give up? 

R7: Sometimes we become very sad when these things happen. One of the main 

reasons for me not… my contract is not continuously happening because of my PhD. I did 

only for two years, then I stopped in between because my second baby happened and I 

delivered. I couldn’t continue after that. I couldn’t go for it, I couldn’t process in between all 

the obligations so I couldn’t continue that. That is one of the reasons, but after all I am 

working this much just because of the PhD. When these contract issues are happening, one 

reason is that. That makes me really sad because after all, working this much years, this 

much time I spent with them and it is not happening. It is really sad of course because if it 

isn’t my native country of course this won’t happen, if my job was a permanent job and I 

would have a specific position. Career-wise, of course… 

R9: To be honest, it didn’t give me much.  

I: You don’t feel that you learnt something or gained anything on the personal or professional 

level?  

R9: I got to know nice people that I interact with…that’s it.  

I: what did it take away then? 

R9: it took away all my energy. I have been trying to give as much as I can…the first thing 

that I do when I publish a new book is take a copy to the library and to the outstanding 

students. I don’t sell my books. The publishers do, but I don’t. They give me a limited 

number of free copies, like 20 or so and that’s it. Can you believe that sometimes I buy my 

books?  

R10: When it comes to career, I took teaching initially because I had to leave [place]. I had 

some issues with my family and I didn’t want to be idle. I wanted to keep improving myself in 

the field that I want to continue being a part of in future so I decided to teach. Can you repeat 

the question? 

I: Did it take away anything from you? 

R10: Yes, it took away from my own career development and the speed at which I could 

jump up in ranks if I were to have worked elsewhere. 
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Commitment: 

R5: Yes.  I was not planning on taking these three courses, but I was put in a situation in 

terms of there was a real lack of not enough faculty members being available to handle such 

courses.  And I realised, do you know what?  I have put myself available for the Department; 

it wouldn’t be fair last-minute to inform that there’s an extra course and I cannot take it.  So, I 

know that it may not cover the timing I’m spending or even the cost that it takes, but it’s like 

I’ve given a commitment to the Department and I was like “Do you know what?  Let me just 

continue this semester with that.” 

R5: One of them is a Design 7, which is basically the last level of Design, so I’m dealing 

with very mature-level students.  Then I’m also teaching a graduation project.  Now, this 

project, the thing is, I started with the graduating students from summer in which I gave them 

a summer course assignment to work on and they basically had to work on it throughout the 

summer; I just had one meeting with them at the end of last semester.  And now, of course, 

it’s continued, they have to do chapters of their reports and they submit it for my review, I 

check it and I give them feedback and so on.  Now, this is actually the only course that I was 

very hesitant on taking because it takes a lot of time, reviewing ten chapters for eleven 

students on a weekly basis, giving them lectures in addition to review of their submission; 

this is quite a responsibility.  But I’m a person that enjoys reading and I was like “Do you 

know what?  It’ll be more of an education for myself as well, reading more about what they’re 

writing, some of the article background, theory in architectures and the literature part.  So, 

I’m not complaining as much as I’m… It is taking a lot of time but it’s also enjoyable at the 

same time.  And the last course I’m teaching is the first Design course for interior, which is 

Interior Design 1.  I’m teaching two extremes; I’m teaching the graduating students which is 

a very mature level of understanding, and those who are very new to design, so it’s a 

completely different style of teaching between both.  So, that has been quite a challenge, to 

be honest [laughs]. 

 

Passion: 

R2: When I started with XXXXX, they brought me in and accepted. I was interviewed by a 

couple of very high level people and then I was given a summer course. Two teachers were 

teaching it: me and someone else. They wanted to see whether I am capable of delivering. 

That first classroom, those first interactions, that first experience, cemented my interest in 

teaching and made it a lifelong ambition.  

R5: I’m an architect and interior designer.  I started my firm back in 2007.  Now, before 

that I was a full-timer at the university; I taught at the university for about four or five years, I 

even went and did my Masters in Architecture Theory and Design.  And then I came to a 

point in which I realised I want to get into the practical world, to know exactly how the design 

works, how the financials work, and how meeting with the clients works as well.  And this is 

when I resigned from the university because I felt that I had a lack in terms of my 

experience.  Because from graduating from the Architecture School in Bahrain, I immediately 

joined the university; it was very academic for me.  I wanted to get into practical work, and I 

did, from 2007 I opened my firm and it’s a licensed architectural firm, we do a lot of 

architecture and interior design projects.  And it had been going well for the past ten years 

plus.  This year of course, my wife is a full-timer at the university in the same department, 

and she came to me and said “We have a bit of a shortage, are you willing to teach a course 

in design?”  I was like “You know what?  I’ve got the team and a designer and I rate them.  I 

wouldn’t mind sparing one course by giving a bit of time, because I love teaching.”  Even in 
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my company, it’s more of a teaching/working environment.  We have employed a lot of the 

graduates, interns, and we’ve always trained them on how to become better architects and 

better interior designers.  We make them climb towards the professional ladder step by step, 

and many of them are now either having their own companies or they’re having higher 

positions in other companies, or they have actually gone back to the university and are 

teaching and even have their PhD and so on.  So, we take pride in that, and what we did our 

[loss of audio] /teacher.  That’s why I enjoy the teaching process.  So, when it came to then 

giving the extra courses, I never hesitated because I felt there was an interest from my side, 

and that’s fine. 

 

I: How do you feel about teaching? What does teaching mean to you? 

R7: It is my life. There is nothing else I can do at the moment. It is my passion, it is my 

principles of everything. It is everything. I really don’t want to do any other job. 

R10: I have been doing it since September 2018. I was looking through Google and I was 

very much interested in working at [place] because I heard it was the most prominent in 

Bahrain for architecture. I got in contact with [name]. The educational system is more 

American based. In the UK for example, when I was taught architecture, there are critiques 

where you are invited to judge student work, give them feedback and all the nerve-wracking 

things that students have to go through. I applied for a position like that, just as a critique, 

but then he suggested that they would like to absorb me as part of the faculty. I thought: 

what better way to spend my time doing that rather than working in an office sitting in front of 

a computer doing drawings for clients? I thought it would be beneficial for myself to learn 

skills such as managing a group of students, pushing them to the very best of their abilities – 

for which I think I got into a bit of trouble! [laughs] The educational system in Bahrain is 

much different... 

R10: That’s it. They are still processing that. With part timers, what they get out of it is a 

fresher perspective because a lot of these part timers, at least when I started, were my age 

group and most of the full timers were very well seasoned educators, but they lack the 

perspective that we offer as part timers, which is great because it makes things a little 

fresher and there is a little more dialogue or conversation as to how the department should 

transform itself. That is one of the objectives now, especially now [name] has taken over 

from [name], the previous president of the architectural school. 

R10: I never really see the students as… These students come from [university]. Even 

some tutors, some course coordinators, my superiors tell me, ‘These are Bahrainis, don’t 

expect…’ I am half Saudi so I find it a bit insulting. ‘Don’t expect too much. You shouldn’t 

push them too hard.’ I don’t see it that way. That would be a severe injustice and that would 

be wasting my own time. I am a part time instructor. I could have been doing better things 

with my time. Pushing the students is one of the most difficult challenges that I had to deal 

with because a lot of them would complain about me pushing them, giving them too much 

workload or teaching them in a way that was different from other sections or other classes in 

design. Those were really the main challenges, but I think I got the confidence of the 

department. I like to think I did. I think they have given me that freedom to teach in my own 

way. I have always stuck to the syllabus. I don’t ever deviate because I am also pragmatic. It 

is not going to be constructive if I didn’t stick to the syllabus. 

R2: It gives you a greater sense of satisfaction knowing that you – I wouldn’t say even 

help. I would say educate and transfer knowledge to students who are very eager to know it 

and apply it. Whenever I see my students working in the insurance risk field, I feel a great 
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sense of satisfaction that they were able to materialise that knowledge and gain income and 

have a career out of it. A lot of it is self-satisfaction. I get a lot of experience from teaching. I 

get a lot of knowledge because of continuous research. My skills have improved when it 

comes to… Even if I had them before… I worked for institutions like Ernst & Young and 

PricewaterhouseCoopers, but delivery becomes more effortless and interaction with groups 

becomes much easier. The skills, experience, knowledge… I have gained so much from 

teaching. It is beyond what I expected at first. 

 

Future of the Relationship:   

I: So that’s quite interesting, so you see the future of your relationship with the 

institution potentially changing now? 

 

R5: I had a chat with the Dean, to be honest.  This was a very casual chat, and as I was 

talking about the practice and everything, I did mention that pursuing my PhD is something 

that I’ve always wanted to do.  Back in 2005 when I left the university, I was not ready to do 

my PhD because I realised I would be then just full-time academic.  And if I, in the middle of 

my studies, now go and do three or four years of PhD and then come back again, I would be 

to continue about eight years at the university.  This would not give me that room that I need 

to go and enrich my professional experience, so that’s when I thought “You know what?  Let 

me go and enrich my knowledge in the practical world.”  And now that I think I have reached 

the level of good experience of the practical market with a handful of projects that I’ve 

completed, going back now and doing a PhD would be in a topic that would add value to the 

experience that I have done, and of course support the students to make them more ready 

with whatever knowledge I would have and give them back.  So, this is how I’ve looked at it 

throughout the years, and that’s why if an opportunity comes to me that the university wants 

to take me as a full-timer and offer me a PhD opportunity, I wouldn’t hesitate because I think 

now would be the right time for me to take a turn in career because I have done the 

prerequisites needed for me to be able to do a proper PhD that was very much related to my 

practice, so professional experience and the teaching as well. 

 

I: You’re kind of saying that the future of your relationship with the institution, 

you see it potentially turning into a full-time position, but I hear you talking more 

about the PhD, and my question here is, is this an expectation or is it a promise? 

 

R5: It’s more of an expectation.  I would want to go to teach, but I still want that teaching 

process to have a bigger future and not to be very flat in terms of the position.  If there’s 

going to be a promise in which “Yes, you’re going to be a member as a full-time member and 

there is a promise to go and further pursue your education to a PhD,” this means yes, 

whatever point I would get with the university, it will not stop, rather it would have a further 

step up the ladder.  And this is what I have been doing for the past 20 years in my career; 

I’ve been stepping up the ladder and I don’t want to stop.  I think I’m still young to stop. 

 

I: Of course [laughs]. 
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R5: I still have room to pursue my career.  I respect those who do a PhD at a young age, 

but I’m going to do my PhD in my forties; why not?  It’s never too late to do a PhD. 

 

I: It’s never too late.  I would say actually, many students or many people run into 

doing a PhD too early, so I think it all depends of course on the opportunities and 

personality, but having some professional experience on your shoulder makes it 

much easier for you to do your PhD because you’re more crystal clear about what are 

you interested in, what are the niches that you would like to add value to.  So, I 

apologise for going back to the same point, but this is part of what we call the 

psychological contract.  You said that they came back to you offering you a potential 

full-time employment, and the PhD is a kind of expectation.  Has it been discussed in 

the open, or is it something that was implicit within the discussion? 

 

R5: It was part of the discussion, but it was not something official.   

I: So, let’s say if for any reason the full-time opportunity that you are in 

discussion now with the institution did not materialise, will that change your 

relationship with the university? 

R5: No, it would not change my relationship.  It would be a disappointing turn of events.  

It might actually encourage me to - since I really enjoy the teaching process and I was 

looking for a future - maybe I would go and look at other universities if they have the same 

sort of opportunity provided for a full-timer.  So, since I’m in it, I’m getting encouraged and 

hyped by the idea; if it gets turned down I will not cancel the idea, I might actually pursue 

applying to other universities and seeing if such opportunities are provided there. 

I: How do you perceive the future of your relationship with the institution? Do 

you feel that you will continue teaching with them? 

R7: So far I think I will continue with them until I get a good opportunity. It is not really in 

terms of money. I need a comfort zone. Mostly I need timing because I can’t go and work in 

a place where I am here all the time. I worked as a full time, but that is why I am going for 

part time. At least for the next 2-3 years, I prefer a job with good timing. There is no doubt in 

that. My flexibility, I want that. My family, I have to take care of them. 

I: Moving from being a full timer to a part timer, is this something that you chose 

or something that you were forced to take? 

R7: Initially it was forced to take, but right now I am happy. In between I am getting a 

chance to go back as full time. Maybe next year I will get a chance to go back, but I don’t 

know whether I will choose it. I am not sure about it. It depends on my situation. 

I: So you feel that you were given a chance to go back if you want to, but now it 

is more about your personal priorities to make that decision. Comparing the degree to 

which you were satisfied as a full time with the degree to which you are satisfied as 

part time, which situation or contract is more satisfying for you? 

R7: It depends on the situation. My current situation, I think my part time is better than full 

time. Whether it is financial or other ways, this is enough because I have to spend this much 

hours for the university and I am almost paid equal to my full time. It is better. No other 

responsibilities as well. As for my current situation, part time is better. 
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I: If you now get an opportunity somewhere else, would you go? 

R9: Yes  

 

Quality Assurance & Accreditation: 

R2: You can say that to a certain extent except for the restrictions that are implemented 

by the Higher Education Council when it comes to assessment methods. At the end of the 

day, we can teach and use a variety of teaching methods to transfer the knowledge to the 

students, but when it comes to assessing them there are certain guidelines we have to abide 

by and they are directly linked to the Higher Education Council’s recommendations. 

I: And the BQA as well – the Bahrain Quality Assurance Authority. 

R2: Correct, and external organisations. 

I: - you mentioned something that anybody in the field of higher education now I 

speak to mentions, and I personally as someone who works in higher education, I 

speak about all the time, quality assurance and accreditation.  To which extent do you 

feel that the quality assurance and accreditation changed the nature of the faculty’s 

job? 

 

R5: Oh, it has put everyone on their toes, at the edge, to make sure they are fulfilling 

things to the best way possible.  They have improved their teaching, they have improved 

their communication with the students, and of course their submissions and so on have 

become very accurate and detailed.  And we see that from the course coordinator of how 

determined they are and how accurate they are with the requirements they give us to fulfil 

the course and the requirement they ask us to submit at the end of the course, which shows 

that they need everything to be very professionally systematic, because at the end of the 

day, all these get submitted and evaluated.  So, the whole Department is working in a very 

strict system.  I don’t know if they’ve gotten used to it, because every day there is a new 

challenge for them, and it is a massive responsibility in addition to the teaching.  That’s why 

it has made the teaching process and administration process quite big.  Teaching is one 

thing, and then we’ve got admin parts related to it which has put a big burden and 

responsibility on all of the members to make sure they’re fulfilling the requirements needed. 

I: All the members including part-timers? 

R5: Including part-timers, because yes, we still have this obligation as well to fulfil. 

R10: Being in [university], it is quite secluded sometimes. Maybe it is difficult for full timers 

to look outside and look elsewhere. Then of course there is the issue when it comes to 

accreditation. Americans come and accredit the course. There is a lot of difficulty with regard 

to that, how our school can transform itself. Part timers inject a fresher perspective. Of 

course there are only so many full time employees the department can take so part timers fill 

that gap. 

R10: They do so much work for accreditation. Okay, that creates opportunities for 

improvement, but the improvements are such little baby steps. The department I work in 

should have their own vision rather than being dictated as to how you should improve and 

how much improvement you should make because that in itself is very limiting. It should be 

less formalised, the structure like all architecture schools outside [place]. In [place] it is less 
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structured and the outcome, that informality or the discourse that happens in those 

institutions is so much more evident in the student work. 

I: Looking at how you feel about the institution at the moment while you’re 

teaching as a part-timer, and trying to remember four years or maybe even longer 

back when you were a part-timer, were you more satisfied as a full-timer than a part-

timer?  How would you compare your full-time experience with your part-time 

experience in terms of satisfaction? 

R5: You see, it’s a totally different system than it was back then in 2005.  The university 

did not have as much obligations as they do now.  Before, it was a lot easier; it was just 

teach your course, put the grading, put it on the system, that’s it, the course is over.  We did 

not have course reports and all of these things that we had to prepare.  Now, because of the 

Department having the quality assurance and the NAB and the certifications and so on, 

there are a lot of requirements that need to be fulfilled every semester, not just for the 

students but even for the teachers.  And that’s additional work, so when it comes to 

comparing to as a full-timer back then and a part-timer now, I would think the part-timer now 

is almost similar to the full-timer back then.  Because I know that the full-timers now are 

doing three times more the tasks that part-timers are doing. 

I: Okay, so –  

 

Attachment to the Institution/Empathy: 

I: I’m now moving towards the end of the interview, and again, I would like to ask 

you if there was ever a promise that XXXXX made to you and did not deliver?  Were 

you made any promises that you were disappointed –  

 

R5: The only promise… They did promise me a full-time position, but I also know from my 

experience with the university before, these things take time so I don’t expect it as such to 

happen overnight.  I know from the Department, the Dean are all in favour of pushing the 

university council for my approval and so on.  So, I’m not looking at it in a negative way.  I 

know it takes time, but I have to be patient, to tell myself that not everything happens 

overnight and not everything happens at the same speed that I would want.  This is how the 

system is and I have to respect that system.  That would be the only thing that is frustrating 

me, that “Is it going to happen or is it not going to happen?”   

I: If you get the chance to give a recommendation to XXXXX in terms of how they 

relate to part-timers, what would it be? 

R5: [Laughs] Basically, I would say reduce the responsibility of the part-timers.  It is fine 

to give them the course as the syllabus, we have no objection on following the syllabus given 

to us from A-Z all the way to the end of the calendar.  Just remove the admin part at the end 

which is a very lengthy, tedious work which is compiling the course files and course portfolio 

and the submission of the course into the drives and all of these things.  Maybe the Course 

Coordinator can take those from us and he or she could submit on our behalf, because it is a 

big responsibility for us.  It would take days; sometimes we take one whole day… From the 

beginning of the semester we tend to organise ourselves, but still.  When they come to the 

list of submissions per course… Not only that, but if you’re grading an assignment, you have 

to have written notes for the student.  Now, we do that and we take it as part of Microsoft 

Teams or Blackboard when you submit the grading of the assignment.  And we’ve done that 
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and we have no objection to it, but imagine at the end of the semester, and the course files 

again you have to [overspeaking –  

 

I: And you have to compile it [laughs]. 

 

R5: - all your comments [laughs].  Exactly.  I have to go back through all my records and 

all my correspondence with the student and have the links of every video they’ve made.  

That’s a very lengthy process.  We did it last semester, and I can assure you it took more 

than a week to fulfil.  And if you’re not doing it accurately, it’s not good; it wouldn’t look good 

in your name and your submission, it wouldn’t look good for your course or your Coordinator, 

and you have a responsibility to do so.  But this is a very tedious job, and they can really skip 

the part-timers from doing this, that’s the only thing I would request [laughs]. 

 

I: How do you see the future of your relationship with the university? 

R10: Even if I were not to continue with teaching there, it is an excellent place to keep in 

touch with because of the research that takes place. They have a lot of research, especially 

in the architectural department. They have the urban lab, which consults a lot with 

government institutions on housing and urban planning. It is a great place to continue and it 

adds a lot of weight to your career being an educator in an institution which tries to carry out 

a lot of research. I hope I answered that question. 

I: Do you think those recommendations were not followed through because of 

reasons that are not related to the fact that you are a part time faculty? I am assuming 

there were other members involved in the committee. I am assuming it involved full 

time as well as part time faculty. The implementation of the recommendations is not a 

result of the members being full time or part time, it is just the reality of the institution, 

the facts, the figures, the resources that the institution had at that time? 

R2: Exactly. You answered the question as you asked it. It is exactly what you said. I 

believe they had to prioritise certain things over others. Lack of resources, maybe even 

regulatory restrictions. Put it this way: a private university, be it ours or any other in Bahrain, 

has to be under a lot of scrutiny, a lot of government oversight, because it is a new concept 

in Bahrain. Yes, maybe 18-19 years, but that is still a new concept that they have to contend 

with. Governments, whether in our country or any other country, are always interested and 

fearful to a certain extent about the possible opinions of independent institutions, let alone 

an academic institution. That makes it very difficult. This restriction does not allow these 

universities, including ours, to implement any initiatives that they like. 

R7: If you ask me what the relationship is, it is my second home. That is the best 

description I can give you. I never tried any other job. I never tried other places. To be frank, 

I never tried any other places or job in Bahrain. Now I am thinking about my comfort zone. 

This is a place where I don’t want to prove myself. This is my second home. That is the 

explanation I can give you. I hope you are getting what I am trying to say. 

I: I am trying to close now. We are moving towards the end of the 45 minutes 

almost. If you would choose three words to describe XXXXX university, what would 

they be? 
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R2: I have to choose three words? Okay. Student-centric. If you put a dash in the middle 

it would be one word! Ambitious. I don’t want to say the word young. I don’t want to say 

inexperienced. I am trying to find a better word to indicate that. 

R2: Growing is a good one. 

R5: I can definitely say that the University has really come a long way.  So, putting it in 

one word, I would say ‘promising’, -  

 

I: Promising. 

 

R5: - that would be number one, because they have really put benchmarks of targets of 

success for themselves and they have achieved it.  Number 2, I would call it ‘successful’ as 

well, because they have managed to successfully reach categories internationally and 

regionally.  And I don’t know, ‘proud’ would be a word to say because being a graduate, 

working with them before and coming back to them and seeing how massively improved 

throughout the years, my hat’s off to them, to be honest.  Really, I am seeing the difference 

between back and then; a total difference, the moon and difference. [Laughter].  There’s a 

gap of 13 years from then to now, and there is major improvement in the curriculum and the 

teaching method and this system and the communication, and everything; major, major 

improvement.  Impressive improvement.   

R7: If you ask me something like that, it is like my home. It is my professional place 

where I learned a lot professionally. Give me some words. I don’t know. I am not getting 

anything. 

R7: Professional place. It is my professional home where I can increase my knowledge 

and mingle with my students and my co-faculties. 

R7: Highly instructive. 

R7: Professional. Is that fine? 

R7: And research community or research based institution. I think I can say that. Let me 

check. 

R7: It is fine. It is a permanent place where I can do some community as well as research 

based work or a more professional, non-profitable place. 

R9: clarity, honest and development. We live in a changing world…I cannot stick to the same 

curricula that were developed twenty years ago. We should have committees in place to 

develop our curricula. There are things that are not applicable to our culture  

I: So, you feel that the university lacks continuous development… 

R9: Yes. The curricula are old. I wrote about this in the newspaper.  

R10: Three words? My goodness. Vision, because they do have a vision for themselves. 

This is the trickiest question you have asked me so far! The second one being ambition, but 

ambition is slowed down because of so many restrictions. The third word would have to be 

restrictions. 

R7: Of course there are many. There was an incident. If you ask me like that, I don’t 

really remember, but I have lots of good friends from our institution. I don’t have anything to 
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say much. There is nothing specific. If there is a moment when somebody acknowledges or 

does something, I can remember that. Otherwise I don’t think, but there are some instances 

where the students used to tell us, ‘My teacher did everything for us.’ That does happen a 

lot. Otherwise I don’t have any bad things. There are some criticisms when you do 

everything and at the end of the day they criticise us, it is really bad. Otherwise I don’t 

remember. I have nothing coming to my mind. 

R7: the main reason is I am working a long time so I have a personal attachment to the 

university and I believe they always call me when they need and they really believe in me. 

They trust me. That personal relationship also makes me do all these things. 

 

Uncertainty/Job Security: 

I: What makes you do the job then? 

R7: These all will be personal so I am expecting that you will not… There are lots of 

restrictions I already said. As a deal between us, it should not go in depth. It should not go 

out. It should be really personal. 

R7: First of all, the basic reason is I need a job for the next trimester. That is the main 

reason. That is why I told you it should be personal. At the end of the day what we think is: 

every trimester we need a job. That is one of the main reasons.  

R9: I don’t get much 

I: You don’t get much back?  

R9: I wouldn’t say nothing, but every year we go through hell to renew our contracts. Last 

year, in August, the HR department informed me that my contract was not renewed…in 

August…it was too late for me to make a move or find a job. After multiple follow-ups, and I 

must say that the Dean really supported me in this…he followed up on the matter 

personally…then they renewed my contract for one year. This year, I am leaving through the 

same experience. I am not sure if my contract will be renewed or not.  

I: So, you do not like the ambiguity and not knowing what is coming? 

R9: Yeah, the surprises.  

R9: I am looking for internal piece, no anxiety. I don’t want to keep thinking about finding a 

new job and not knowing if the contract will be renewed or not. I always look for a new job 

and think maybe there will be a chance. I am a resident in Bahrain, and I do not have a 

retirement salary. My problem is that I don’t have any retirement benefits. I withdrew my 

pension and when I wanted to put it back I was told that I couldn’t. Besides, without work 

what will I do? Work is joy. I have been working my whole life, I can’t just sit and do nothing. 

We are now on a break; I came to work today and I am coming tomorrow too.  

 

Performance and Feedback:  

I: How is your performance as a part time faculty evaluated? 

R7: We have an evaluation system in the university. 

I: Can you explain the evaluation system please? 
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R7: It is different for full time and part time. For part time they are mainly focusing on the 

teaching. They will evaluate the teachers. There is a class evaluation system and there is an 

observation. That is a score, then there is a score from our students. The students used to 

evaluate the teacher. It is performance appraisal system. That is the name of the system. 

Performance appraisal system for teachers. It is calculated differently for full time and part 

time. Part time means mainly they are taking these two. One is the student side and one is 

the dean side they will observe. As a full time faculty, we have a lot of criteria. These two are 

there – observation from the officers as well as the students. Then we have to give our 

publication details, research details, then we have to attend seminars, workshops etc. These 

are some of the ways. 

R7: I tried in school. I will tell you something. I don’t know whether it is useful for you. 

Nowadays there are lots of ways to finish PhDs. There are many ways, but I don’t believe in 

such ways. If I get an additional degree to my life, I want it with my respect – 100 per cent 

with truth and respect. I believe in that. That is why if I don’t have it, it is fine. I don’t mind, 

but if I am doing it, it should be in 100 per cent true ways. 

I: You want it to be rewarding for you, a degree that you will learn from. 

R7: Yes, of course, because when we go for some other options the problem is maybe 

you will get a degree, but it is a disrespecting thing because education is something that 

makes you good or powerful in all ways. Just by spending money and making a degree, it is 

not worth. I don’t believe in that. That is one thing, but a PhD of course is a powerful thing. If 

I can get it, I don’t think I will become a better instructor, but maybe job-wise I will get a 

permanent job or a better position. 

I: Especially in the academic field in Bahrain, getting a full time job without a PhD 

is difficult although I don’t think it makes you a better faculty or a better instructor. It 

makes you more qualified, but not a better instructor. 

R7: Qualification worth is better, but just by getting a PhD I don’t think they are going to 

become a perfect instructor. What is going to happen? If a teacher doesn’t know teaching, 

they are never going to learn teaching. That is the truth. Just by doing a PhD, are you going 

to learn extra skills? I don’t think so. 

I: So you feel that there is no difference between those who work and those who don’t? 

R9: Again, it depends on the Head of Department, because the Head of Department will 

communicate your achievements to the management.  

I: Then how is your performance evaluated as an employee? How do they evaluate your 

work? 

R9: Firstly through student feedback…there is a questionnaire that students fill. However, 

unfortunately sometimes the students wouldn’t fill it because their English is not strong, 

especially the school principals, and the form is in English. Sometimes they say that they just 

choose a random number because they do not understand the statement. Secondly, my 

colleagues participate in my evaluation. 

I: Peer evaluation? 

R9: Yes, peer evaluation and the Head of Department.  

I: The Head of Department attends your classes?  

R9: Yes, he does.  



185 
 

I: After attending your class, do you sit together and have a discussion? 

R9: Yes, but it depends on the Head of Department. Some Heads will just write a report and 

not sit for a discussion. They change… 

I: This means that the policy or the procedure itself is not fixed or clear…the Practice 

depends on the Head of Department…it is subject to interpretation. If there was a fixed 

procedure, the Head of Department will not matter that much as all heads have to follow the 

same procedure. 

R9: I’ll give you an example. We had a Head who in his first visit write negative feedback 

about my teaching. I did not argue with him as this is his opinion. After a while, I wrote an 

article in the news paper based on his request. After this article I got a 100% rating in my 

evaluation. This shows that things are personal. I did not get to change my teaching this 

much from one term to another…I got a full mark.  

I: What subjects have you been teaching, what courses? 

R10: In the first year or so, I was teaching the first design subject that each of these 

architecture students undertake. It is really important because that is the subject that really 

shapes the student’s way of thinking and approach in architectural design. Not only that, but 

application of theory and whatnot into their design work. That is what I did for the first year. I 

also taught drawing classes – how to draw architecturally, which is quite complex. Later on I 

think the department saw that I was able to take on older students. I think they feel it is better 

that I teach older students because the younger students coming straight from high school 

were not used to (over speaking) 

I: Do it yourself, being self-motivated. 

R10: They let me teach and I was very willing to teach other subjects with other professors 

who I consider now some of my mentors, not just for teaching but overall as a career, how 

my career should develop. Recently I have taught behavioural factors in architecture, which 

is more environmental psychology and architecture which is more theoretical based. I was 

elected to teach the graduate students, which is the fifth years. 

R10: Because it is design, the performance is evaluated when we have juries where the 

student work is examined by jury. 

I: But your performance as a faculty? 

R10: It is just reflected on student work at the end of the day. Not only that, but towards 

the end of term the students get to do some sort of course evaluation where they start 

evaluating how the course was taught to them. I don’t think that is enough. There should be 

more quality control in the beginning of the semester. 

I: (over speaking) is lacking? 

R10: When I was in university, we were taught in a less formal environment where you 

could see how other tutors are teaching their students. Not only that, but in [university] there 

is always somebody there at the beginning of the year to assess how things are being taught 

or how the course is being taught by that faculty member. 

I: Is it a peer system that you are referring to? 

R10: Yes, probably, but we don’t have that in [university]. It is a bit strange because the 

course coordinator is the only one who answers your questions as a subordinate, not the 
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person who is in charge of the whole architecture school – not the president, but the one 

who is designing the courses and approval, the committee – so it is quite difficult how I 

would be assessed. It was important for me to show how I teach my students because it is a 

bit strange or radical. I put a lot of my students’ work on my Instagram. My Instagram is 

completely dedicated to my work and my students’ work and architecture. It is not really a 

way to assess, but to show other tutors this is what I am teaching my students, this is their 

outcome because we don’t share. There isn’t sharing of student work, which happens in 

[place] for example. There are exhibitions which showcase student work, but there isn’t such 

a thing here. (over speaking) 

I: By the end of the semester probably you sign some papers, you submit some 

papers to the coordinator and you see the end of course evaluation that the students 

completed and that’s it? Nobody gives you any feedback? 

R10: No feedback. You have one or two sentences that the students have written, but 

nothing from the department. The only time I ever felt the course evaluations were important 

was when some students complained about how they felt I was giving them too much work 

and that reflected in the student evaluation. The only thing the department told me is, ‘We 

know you are doing your best and you are doing quite a good job, but there is a department 

of the university which reviews feedback, which takes it very seriously. If this doesn’t go up 

because they feel you are being too tough on them, the university might have to let you go.’ 

That was the only time I ever got – not even a formal assessment, but feedback from the 

university. 

 

Values/Disagreement: 

R10: It was so rigid because they have so many modules. You have a module system 

which doesn’t even make that sense. In [place], because architecture is different from other 

courses, it is not a theoretical course. It is more practical. You have workshops, you have 

design studios which take up most of your time. When I was in [place] I used to go to 

university from 9:30 in the morning and leave at 10:30 in the evening literally just drawing 

and designing, but at [university] they have 11 classes per student. Design itself is worth the 

most credit units, but they are very limited as to how much time they should spend on it 

because of the other responsibilities that are required of them to attend to. In my opinion that 

is very rigid. In [place] we just had three subjects: history of architecture, technical and 

design. Whatever we learned through our own research, we applied to our own design work. 

That itself was a huge learning curve. Everything in [university] is spoon fed. They learn 

things which don’t really need to be learned. The most important is to stimulate creativity and 

for you to question yourself and your own design or your own creative thinking and 

decisions, which I try to do with my students. Some of my course coordinators in the past 

have found that disruptive. I was actually told to stick to the syllabus, which I do. They give 

you a syllabus. I find a little leeway in it to make sure the students have their own way of 

injecting their own creativity based on research, which [university] doesn’t do for 

architecture. They don’t do research that much. 

R9: Things like these should be clear and if they want us to be bilingual, then why do they 

hire American staff who cannot teach in Arabic. If both languages are required, there are 

American faculty who can only teach in English. Why is this the case? 

R9: Yes. In relation to students, they really drive me crazy when they go and teach at 

schools in Arabic. They make grammatical mistakes, because they study in English and then 

go teach at public schools in Arabic. I don’t deduct their marks for making such mistakes 
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when they teach at schools, because I feel that it is not their fault. One of my colleagues say 

that she takes those mistakes into account when evaluating the practical internships at 

schools. They learn everything in English and then go and teach in Arabic. The children at 

school are like parrots they repeat after the teacher who is making grammatical mistakes. 

This is not acceptable… I spoke to the Dean about this multiple times…we should teach 

them the Arabic Language or at least he basics in Arabic. 

I: Is there a grievance procedure for part time faculty? 

R10: They take the students’ complaints into account. 

I: But if you are not happy about things? 

R10: There is nothing I can do. I learnt to swallow it because what I gain out of teaching 

there is so much more for myself, developing myself. Even if I were to make a career change 

I have learnt so much from the university now – managing students, delegating, public 

speaking – that would be very beneficial to any career change if I do make one in future. 

That outweighs these little incidents which seem quite shocking to you. It was for me as well, 

but it is politics and things come and go. That is why they assigned me to older students. 

R9: I once saw Shaikh XXXX and I told him that we should change the first-grade 

curriculum. Some of the students who come to grade one have spent three years in pre-

school or KG, some of them spend two years, some spend one year and some don’t go to 

pre-school. Those who didn’t go to pre-school never saw a white board, we have to give 

them a different book. Others come knowing the book because they have taken it already. 

The Shaikh liked my idea, but he said that it needs a big budget. Even in terms of the books 

that we teach here, there are examples that are not applicable to our culture. A father 

opening the fridge and drank bear, or a schoolteacher going to class drunk…those examples 

are not applicable to our culture. We should contextualise the concepts and make them 

suitable to our society and culture. Our Arabic and Islamic culture is different. Our schools 

are different and our resources are different. All of this should be taken into account… 

The teaching and learning strategy is not clear here…we teach in English and they used to 

ask that we should be bilingual. I used to teach school principals who complained about 

this…I used to feel sorry for them and feel that they should learn something from the 

program. I used to translate the whole curriculum to them. I always publish my books in 

Arabic to support the courses I teach. I wrote a book in relation to the 360 degrees 

evaluation course so that they can read it. I translate my lectures as well. Now they changed 

the program and made it in Arabic. I feel sorry for those who were studying the program in 

English for 10 years and leave the program with limited value.  

 

-------------------------------------------------------------------------------------------------------------------------- 
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Appendix 6: Full-time Faculty Data 

Obligations:  

I: Moving on, now I will be digging more into the relationship or particular 

contract that you have with the institution. In terms of your obligations as a full time 

faculty member, what responsibilities are you expected to deliver? 

R1: Being a member of the faculty, we are expected to be committed to the university on 

a regular basis through the academic year. The commitments include time spent on 

teaching, on advising students, on research – although limited time is available for research, 

as you know. That is how it goes in higher education institutions. Besides the teaching role, 

we are expected to have an administrative role. Besides these roles, we are expected to be 

cooperative and efficient when it comes to meeting deadlines, to submitting grades, to 

providing students with feedback and comments. Also as a trusted teaching role we are 

expected to be active members in committees in the university besides being student 

advisers. These are the basic roles. There is teaching, there is administrative stuff that we 

are expected to be members of the course, to be actively conscious. 

I: In terms of the committees and participation in those committees, do you get 

to choose which committees are you involved in? How is the process of your 

involvement in those additional responsibilities? 

R1: Some of the committees are mandatory because they are part, for example, of the 

quality assurance processes that employees must be part of. For example, if there are 

programme evaluations, programme reviews, if I am not mistaken, every two years. The 

quality assurance units are requirements and regulations which we must be acquainted with 

in order to comply with. We set the learning outcomes. Some of the committees are 

mandatory because we have to put the learning outcomes we recommend, for example, for 

the students. Some committees are voluntary like, for example, organising events for 

students. I haven’t been myself part of those optional committees because of the load of the 

teaching, but the mandatory ones you have no option but to be part of. 

R1: One of the things I like here, if I were to compare, is that faculty members have TAs. I 

am not sure about your new university. 

R1: Can you imagine my supervisors’ teaching methods? They teach one course and 

they have six TAs doing their marking and tutorials and everything. They are still 

complaining because they don’t have time for research. Can you imagine that? I am telling 

my supervisor, ‘Come to Bahrain and watch us suffer!’ 

R1: I felt that there is a language barrier because most of the students are Chinese here. 

There was a language barrier with some of them, but it was quite easy and I felt: oh my god, 

this is a small group. I know they are 200-300, but every TA gets a small group. It is easier to 

facilitate and communicate the tasks. Compared to what goes on in Bahrain I think, oh my 

god, we need a whole restructuring to make it easier for us, to make us at least love our job. 

I love my job. I love teaching. I love my relationship with students. I don’t mind that, but it is 

the admin work, the mistrust of the organisation, the unappreciative behaviour of the people 

in leading positions that makes it really hard to keep on going. 

R3: My ranking is professor. I am just a faculty member now, not having any position. I used 

to be the dean of the faculty of engineering for four years and before that in another college I 

used to be the dean of student affairs for another four years and I used to be the dean of 

administration for another four years. Every four years I changed position. 
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R3: Of course teaching and learning is my core responsibility, but also I have many other 

obligations for the institution. I am currently the chairperson of the community engagement 

committee in the university and also I have some research I have to do, and I participate in 

other university activities. 

R3: Now teaching is not only teaching, but there are a lot of responsibilities for quality 

assurance. Now we have to make a portfolio. We have to prepare many things. After you 

teach the students, you have to do a lot of admin related to the subject you are teaching. 

This work is taking a lot of time. I would say it is 60 per cent for teaching and other things 

and 40 per cent for admin. Not direct teaching, indirect. Something related to teaching, but 

indirect activities, quality assurance requirements. 

R3: You have to do course moderation, analysis. (over speaking) learning outcomes, do 

course review, course reports, do moderation for other faculty members, visit other faculty 

members although now we are online. 

I: So peer reviews as well? 

R3: Yes. Then you have to put together a portfolio. After you make all the analysis, you 

put everything in. Of course you have to prepare the exam, moderation of the exam and 

course moderation of the exam although there is some student counselling. It is less now 

with online, but we are doing a tutorial session for one hour every day. 

R3: Advising and tutorial. Tutorial and advising. 

I: If I would ask you which part of your job do you enjoy the most…? 

R3: It depends. Mainly the teaching all the subjects is really enjoyable, and also the 

research. When I do research, it is one I enjoy to do, but now it is okay. 

I: Okay, so now we are going to move towards your job role as a faculty member 

in the XXXXX, so what do you consider are your obligations?  What are the main roles 

and responsibilities that you need to deliver? 

 

R4: Okay, so the very basic ones are that my role as a faculty member is to teach, to 

deliver course material, to moderate other courses and ensure that they are of the right 

standard, to create and assist in creating and maintaining course material or new courses, to 

participate in advising students and mentoring students as well.  I think that yes, those would 

be the two tasks and roles.  And then my obligation is to basically maintain a very solid 

relationship between myself and my students; that’s something that I focus on most, is to 

integrate that with some relationship between the students. 

 

I: So, maintaining a solid relationship with the students.  What about committee 

participation or any other tasks? 

 

R4: Yes.  At the beginning, I would participate in ICT programme activity; that would 

include things like monitoring students how they’re progressing, looking at any possible 

changes for certain courses, but these numbers change from time to time; this is no longer 

my responsibility. 
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R4: I would say it’s a, yes, definitely a 60/40, so 60% would be the teaching and course 

development, and then the 40% would be building a relationship with the stakeholders.  

 

R6: Our main role is to guide the students through this four-year programme, deliver 

quality teaching and content for Interior Design students, and expose them to the latest 

research and material the market that is and also try to link them to the profession, so we 

become facilitators, educators and also their main supporters to pass this journey. 

I: Interesting.  So, you see as your main focus to guide the students throughout 

this journey and develop their identity as interior designers as they come as products 

from this institution.  In terms of actual tasks that you have to deliver, what kinds of 

tasks do you have to deliver? 

 

R6: We have to prepare lecture materials, we have to deliver the materials, we have to 

then assess the students’ learning, also of course preparing all the syllabuses.  There are 

things that come before the course, during and after it in terms of moderating the grades, 

preparing the examination, finding examiners, local examiners also external examiners if we 

have final graduation projects, and then also assessing the programme and the course from 

different perspectives, as I said, with professionals and other committees. 

I: What kinds of committees are you involved in? 

R6: Relating to the programme, we have ad hoc committees; there are committees which 

are related to quality assurance, course content development and mapping to the NQF.  We 

have other committees relating to the material and website development or the digital type of 

application and workshop.  We have another committee at the university [laughter] equal 

opportunities committee –  

 

R8: Beginning of course teaching is the major role. I teach diverse students. Also I am 

involved in my responsibility to correct their assignments and exams, and also have some 

activity sharing with my students, following students, support them with any different 

enquiries, encouraging them to read. We have e-libraries. Sometimes we have activities in 

the e-libraries. All the teaching responsibilities I handle, but I don’t get involved in writing 

questions for exams. It is coming ready from the department. It is something called GCC. 

GCC means the group course coordinators who have this responsibility. We have 

readymade exams from each GCC, which are the group course coordinators which are 

uniform, all the types of questions related to specific courses. 

R8: Yes, sometimes we are enrolled in committees such as exams monitoring committee 

or special needs committee or security and safety committee. There are lots of committees 

here and there based on the university requirements. 

I: What about academic advising or other responsibilities towards students? 

R8: Yes, tutors or assistant professors are responsible for supporting activities for 

students such as advising, supervising them, showing them the full plans for them during 

their study life and of course we open all the contacts such as emails, WhatsApp, any social 

media like Facebook. We have a system called… no need to name it. This is the major 

system that we have to contact the students through we have also. A lot of sources we have 

to have a closer relationship with the students for any enquiries or any types of activities. 
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Hierarchy and Bureaucracy:  

I: If you would evaluate the time you allocate to teaching with the time you do 

administrative or other tasks, how would you split it? It is 50/50, 75/25? How would 

you describe the split in terms of responsibilities and the time you spend? 

R1: The time is split according to the meetings you are expected to attend. That was one 

of the factors that decided how we allocated time to those committees. It was based on 

meetings that happened, for example, bimonthly or every three months, for some of them 

every month. That was one thing. Another thing is the head of department sometimes 

decides you should be here, you should be doing this. They were the ones who were 

allocating the time for ourselves. We had to achieve the activities required. Pretty much we 

did not have a great power to say, ‘No, I am not going to do this.’ The committee came first. 

There was little time for me to prepare lectures, for example. My previous head of 

department was this lady… I imagine this is one of the questions that will come up later. She 

pretty much didn’t give us any power to decide what I am going to do with my office hours. 

My office hours did not belong to me, I did not have that much freedom to decide what I had 

to do. I prepared assessments for my students. She dominated fully my office hours. 

I: This is one of the things I am looking at: the autonomy or independence that 

faculty members have in terms of how you perform your responsibilities. Do you think 

this is something specific to the line manager that you report to or this is the culture 

at XXXXX? 

R1: I am not sure if it is the culture because it was much dependent on the personality of 

the people holding the responsibility. For example, after three years we had another head of 

department who was a guy. Much more flexible, much more experienced in dealing with 

faculty. We felt more comfortable saying what we had to say. With our previous head of 

department, she was older. She had a good relationship with me and she felt that she could 

be a close friend, which I didn’t want because she interfered with many things that we had to 

do, even my time in doing the proposal for my PhD thesis. She did not leave any chance for 

us to do what is best for our personal development. You understand how difficult and 

frustrating the relationship was.  

R1: Within that we are in a top-down hierarchy in higher education. It is the top 

management who decides what to expect and what we as employees should expect. We do 

not have a say in what we should expect. They dictate that to us. If we have any power, I am 

not sure. 

I: If you look back at the past years that you spent with XXXXX university, can 

you recall a moment when you felt: that’s it, I am going to give up, I am going to 

leave? Did you go through these moments? 

R1: Absolutely, but it was mainly because of my head of department, because she was 

interfering in my job, in my personal relationships. She wouldn’t stop calling me even at 

night. She was slaving me. It was a slavery relationship. If you go to XXXXX or talk to 

anybody, give them my name and my relationship with my previous head of department, 

they will shock you. I was a slave to her. That was one of the moments that I decided I could 

leave. 

I: Now we are getting to the psychological contract, Professor XXXXX. You 

mentioned a number of things that I find very interesting. You mentioned that you are 

satisfied with the relationship you have at the moment with the institution – however, 
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because you made it work. When you were a dean, you were not at happy. I am trying 

to restate what you said. 

R3: When I was a dean, the first three years I was really happy and working very well and 

got all the support I wanted, but when the university got into some financial… and they 

wanted to look at the financial… I found the support has decreased, not as I used to be 

supported for three years so I said, ‘I cannot carry on,’ because if I want to have success in 

my work I need enough resources to support the element of success. The resource is not 

very much available for me. When I saw the college is not doing as much as before because 

of the resources, I said, ‘That’s it.’ 

I: So in a way, you redesigned your contract with the institution. You felt that it 

was not working due to resources, you felt that you didn’t have… 

R3: As a dean, not as a faculty. 

I: So you redesigned the relationship. You were a dean and you felt that it is not 

working because you don’t have the resources, you don’t have what you need in 

order to be the kind of dean you see yourself. You negotiated and said, ‘I am going to 

be a faculty member because I know the limitations of being a faculty member and the 

relationship will work better for me as a faculty member.’ 

R3: You are a good psychologist! 

R4: So, we get the chance to pick courses we prefer to teach; that also depends on the 

availability of staff.  So, more often than not, I do get my preferred courses. 

 

I: Okay, so do you think that this is something that is special in your department, 

or this is the general practice within the institution? 

 

R4: This is the general practice, although I do not think it’s a rule per se that everyone 

should follow, but it’s something that is done across departments.   

 

I: That’s fine [laughs].  So, the reason why I’m asking these questions is trying to 

understand to which extent you feel that you are empowered, that you have a voice in 

doing your job and the wider scope within the institution. 

 

R6: You can discuss your ideas in the Departmental Council headed by the Head of 

Department, but to a certain extent we don’t get to say much because at the end of the day, 

the Head of Department is the person in charge of taking the decision.  Although it is voted 

for in the Department, if it reaches a point where it is being an open discussion, but we follow 

the big book rule; if the Head of Department feels this is against the university policy, then 

you don’t get to change it.  You can raise your objections, it will be minuted but no serious 

action will be taken unless all the Departments agree on certain points, then if it’s that 

serious maybe the Head of Department will take it to the College Council.  But you see, the 

hierarchy of the University needs to go into several meetings from the Programme Meeting 

to the Head of Department Meeting and then to the College Council, and then to the 

University Council. 
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I: Do you think this is due to the fact that your institution is a huge institution?  

Do you think that size matters, or this is a culture? 

 

R6: Size matters, but also sometimes you would face objections without grounds, 

especially in the college level.  The Department is the best person to act on its own problems 

because you have the expertise in-house.  The objections that we sometimes feel from the 

College Council is without any good grounds because they are not teaching the subject or 

they are not dealing with the status on the daily basis.  So yes, size matters, but also 

background matters, and also sometimes mentalities.  You have very senior members in the 

College Council that are not flexible as much with the decisions, who want as I said to follow 

the rules and just finish the matters on how all things were run in the old days. 

I: Dean. 

R6: - because the Head of Departments keep changing; they are there for two years or 

four years, but the Dean stays for a bit longer.  And he would have a longer record of your 

employment, and he can object or forward something that comes from the Head of 

Department. 

I: Bypass? 

R6: Yes.  So, I think the Dean is stronger to me as an employer than the Head of 

Department, but the President is now getting in the picture because he’s too far to be 

reached, not as direct as the Dean where you can just –  

 

The Department Head:  

R1: It is not the culture because the culture at XXXXX is very friendly. The management is 

really friendly, but the person who is appointed maybe in the wrong position tried to change 

the culture of things going on. Although the top management were happy about how work 

was quickly accomplished in her department, without knowing what has been going on 

behind the scenes they were happy about the final output. They don’t care about the 

wellbeing of the faculty members at that time. I don’t think it is the culture because other 

departments had a very good relationship with their head of department. That made us 

compare. Why are they being lucky? Why are we stuck with this person? There are so many 

things I don’t want to remember. I was really traumatised by the relationship. 

I: But you said that you then had the chance to work with another head of 

department. 

R1: Yes, and things changed. He was very democratic. Things were very smooth and we 

did not feel the pressure of doing… although we did because we were used to it. We are 

used to the policing system that the previous head of department had instilled in us 

unfortunately so we became like robots. We have to do this all the time. When he came, he 

did not make us feel that. He gave us the freedom to do whatever we wanted to do in our 

office hours. That was a plus point for us. It is a huge shift. 

I: I keep saying institution, employer. If you were asked, ‘Who is your real 

employer?’ what will your response be? Who do you consider as your employer? I 

know XXXXX university is the employer on your contract, but if I ask you: who do you 

consider as the person or the entity within the institution that you need to show or 

prove that you are doing your job? Who are you accounted to? 
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R1: First of all because it is an interconnected chain and it is a very small community in 

XXXXX, when you work for your department you are working for the college, you are 

working for the university. If I show my work in the department, it will be reported to the dean 

of the college and the dean of the college will report it to the university. I don’t see myself 

separated in terms of who is an employer or who I have to show myself to because it is a 

very small community. If we are talking about big universities here in the UK, for example, 

that would be a different point because I would be interested more in showing my work or 

showing how active I am to the person I directly report to who can evaluate my performance. 

R6: Hmm [laughter].  You are accountable to the Head of Department, I guess, and he 

would be the next person.  But the person after that would be the Dean.  But in reality, yes, I 

think the Head of Department would run the show and knows what you can and you can’t 

do-  

I: And shape your relationship with the institution?  Do you think that your 

relationship with the institution is shaped by the Head of Department? 

R6: I would say the Dean, -  

R8: Of course it is who is related to our department, which is our dean. We need to report 

to him and we want him to provide a commitment to what we require from him. He is the 

dean for our department so what we do as a job responsibility or team responsibilities or any 

activities, we want to make our department have a very successful or higher rank than the 

other departments. 

 

Respect and Appreciation:  

I: It seems like a positive shift so that is good to hear. In terms of expectations, 

you put all this time and effort teaching students. By the way, how many classes or 

hours of teaching do you have to do? 

R1: The maximum was five at the time before the HEC regulations changed things. 

R1: Yes, five sessions, but because we were master’s holders we were told that we 

cannot have five classes. We cannot teach all levels. I was at that time teaching only finance 

201, which was the introductory course for finance. The other time was allocated here to the 

administrative tasks that I had to do for the university. This is where we master’s holders 

were bombarded with administrative work. That was mandatory because the notion of you 

have to make your salary so you have to be worthy of it… The majority of the time that we 

had left on our hands was allocated to administrative work at that point. 

I: You made a very interesting note here. The fact that you were teaching as a 

master’s degree holder, not a PhD degree holder – how did that impact your roles and 

responsibilities and the nature of your job? You couldn’t teach as much because the 

university overall needed to control the number of hours that PhD holders are 

delivering, but in other ways how did it change… If you look at your role being a 

master’s degree holder with somebody who is also a teacher, but a PhD holder, how 

different it is? 

R1: In the first few years there was not great difference because we were also allowed to 

teach level 300 and 400. I started as a part timer in the university for a semester or two, 

which I was able to teach advanced courses. Some of the students… I had really good 

reviews on my teaching. It was good, but how is it different? The PhD holders were expected 
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to teach master’s classes, to supervise PhD students with Brunel university, they were 

expected to take more advisory roles. They are more prominent researchers, some of them. 

More time spent on research, supervising PhD holders and teaching master’s classes. That 

was the huge difference between us and them. 

I: Now moving to expectations, after delivering all of this, what do you expect 

from XXXXX in return? 

R1: As you know, the environment in Bahrain especially when it comes to higher 

education has been changing and there have been many competitors. There are many new 

universities, private especially. In the beginning XXXXX was the first private university in 

Bahrain and we were very proud of it. 

I: It was the first. It changed the ground, it changed the landscape of education in 

Bahrain. 

R1: Exactly. We now are faced with more challenges when it comes to the competition. 

For the leadership of XXXXX or any private university, they have to ensure that there is a 

sustainable relationship between them and the faculty members. To retain the employees, 

you have to make sure the relationship is good between you and your employees. I find the 

way the leadership behaves will impact you hugely as an employee, especially when it 

comes to commitment. It is important to keep me motivated. The climate you work in is very 

important when it comes to respect, to trust, to: what opportunities for growth can you give 

me? The main problem is the mismatch of expectations. The university is expecting me to 

teach, to allocate the time to my students, to also produce publications. Given the limited 

time there is an overload of teaching. These are all expectations. In return, I am expecting to 

see what salary you can provide me and what opportunities for growth. I am very 

appreciative of XXXXX because without them, I wouldn’t be here in the UK. I have never 

studied abroad. Doing my PhD was one of my dreams from day one I joined XXXXX. I have 

always been in academia so this was a great opportunity for me. I am not a blind cat, like 

some of them say. I am really appreciative of this, but it is really important for them to know 

where we fit in the strategic mission of the university. Where do I fit? It is always about how 

XXXXX is trying to reciprocate these expectations on the relationship. You expect me to do 

this and I expect this. You weigh the balance between these two expectations. Are they 

balanced? If they are balanced then I am loyal, you can retain me, I will never badmouth you 

as an institution, which could affect other strategic objectives of the university. For our 

university, the founder of the university always says, ‘We want to attract the most qualified 

and skilled faculty members from around the world and the region.’ It is important to maintain 

this image of the university. If you want to attract the most skilled faculty members, you have 

to make sure that the relationship is good. In recent years before I came to the UK three 

years ago, XXXXX had some financial difficulty. You must have heard. They had to cut down 

the salaries. They were downsizing, they were restructuring. All of this unfortunately does 

not help XXXXX with its image. It does not indicate how willing they are in pursuing their 

obligations of sustainability and caring for the wellbeing of the employees. It doesn’t help. 

That is one of the barriers to XXXXX achieving their strategic objectives – having a good 

relationship with the faculty. 

R3: I am working for the university. This is my job. They are paying me for doing these 

things so I have to be honest in carrying out my job. For me, the university gives me enough 

respect I would like to have. I have been publishing my research in conferences. They 

support me for that also. No more than that. 
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I: How do you know that the university is respecting you? What are the signs of 

respect? 

R3: I don’t know how to answer this one, but if you feel really comfortable, if you request 

something they will say yes, they will not argue about other things. Possibly they will argue 

with other persons, but not with me because they know my qualification. If you request, for 

example, to publish a paper, they will support you. Plus sometimes I ask for special time 

abroad, they will give me the time I require. I don’t have extra load. They don’t give me extra 

load. Others possibly they do. What else? I don’t know. 

I: So you feel that you have a say in terms of the courses you teach and the 

workload that you teach? 

R3: Yes. You put it in the right words. 

I: To what extent do you feel that your expectations and the obligations you have 

are clear, there is no ambiguity around them, you feel that the university understand 

what you expect from the university and you understand what is expected from you? 

To what extent do you feel this relationship is clear? 

R3: The relationship is different with the management with different universities. What 

they expect at my current university is different from what was expected at the previous one 

and the previous one. For each university there is some expectation and obligation. For my 

current university, the amount they put for supporting activities is less than other universities. 

Of course I understand the management requirements, but for the current university there is 

some satisfaction for myself. I am not happy with how they treat others, but for me I am 

happy. I am satisfied with the current evaluation. It is mainly respect for me. It is mainly 

based on respect. They want me to be a VP because they know my current ability, my ability 

to work, but I said no. If you want me to be a VP, I want more authority and more say. For 

the current, I am a faculty member. That is okay with me. I resigned from the deanship 

because I wanted more authority. When I didn’t get the authority, when I felt my expectation 

is higher than they can afford me, I resigned. 

R3: It depends on the priority for the institution, although most of the private universities 

don’t pay that much for research. In the previous university, there is more support on 

research issues. This is very important for faculty. You cannot be an associate professor 

unless you do research and publish your research. To publish, to do conferences, you really 

need support. 

R4: [Pause] I don’t think there’s anything that comes to mind.  I do expect support in 

terms of my own development, personal development in terms of perhaps persuing… and 

my progress in a Masters or PhD, so support me in that.  And that is something that they do 

support their staff with, but because of financial issues at the moment this is on hold.  So, for 

the time being, yes, that is basically what I expect. 

R4: Well, I mean the obvious answer [laughs] would be my monthly pay check, but other 

than that I do not really expect anything in return.  It is my job, at the end of the day, so I’m 

not entirely sure if this answers your question, or maybe I’m [overspeaking]. 

R4: The necessary support in terms of equipment, a healthy environment I would say, 

and that’s something that I don’t necessarily think of as something that the institution should 

provide because it’s already there, thanks to the quality of the employees already working.  

So yes, I honestly cannot think of something else, to be honest. 
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R4: As long as I’m able to teach Game Development [laughs] which is the main reason 

why I’m in the institution, my relationship would be just okay.  At the end of the day, as I said, 

I’m very satisfied with the way I’m treated there, it’s only the promotion part that is bugging 

me.  But other than that, I’m really satisfied with the place I’m at, and I don’t think there will 

be any turbulence in that relationship. 

R4: 4.5 years’ worth of memories.  Significant impact. [Pause] I mean, the past [laughs] 

4.5 years are full of nice memories, positive memories, but I think what might have altered 

the relationship would probably be the moment… All Assistant Tutors were supposed to get 

the promotion, but that did not go through; I suppose that was the one moment that just gave 

me a little ‘hmm’ moment.  Other than that, I can’t really think of one; they’re full of positives, 

but this one negative overshadows in terms of having a large impact. 

R4: Yes.  So, the promise what – and again, that wasn’t a promise that was on paper, it 

was a verbal promise – which was “Join the XXXXX two years as an Assistant Tutor, and 

then you will be sponsored to do your Masters abroad, and you’ll come back as a Tutor.”  I 

think one and a half years into my time at the XXXXX there was a change in management 

and there was a change in the country’s [laughs] financial situation, so everything changed.  

To be fair, I’m not sure if I can classify that as them not keeping their promise, because so 

many things have changed since then. 

R4: I would say just support for Assistant Tutors to further develop their knowledge and 

pursue more certifications, sponsor them for their Masters/PhD’s, things like these.  But I 

would say perhaps they should put more emphasis or focus on making sure they get this tool 

first, because we’re working towards Bahrainisation, and not being able to support having 

the Assistant Tutors.  But if it’s the purpose of the whole organisation process, so I would 

say if there’s more focus on that and this is given priority, that would be great [laughs].  But 

other than that, more recommendations, there is nothing else that I can think of. 

R6: But we are expecting definitely a rise in research opportunities; the new President is 

highly emphasising our research and we’ve seen a lot of research labs being opened.  In 

terms of teaching, there is not much to be appreciated about, and there is no Best Teacher 

award or there is nothing like that in XXXXX.  But there are opportunities where you get 

appreciated when your students achieve something.  So for example, we have the 

graduation project exhibition which is something that is happening on a college level and the 

President assures to attend this ceremony.  And usually, the best graduation project of every 

department gets awarded, and sometimes it’s a money prize that goes to the students, but 

with it comes appreciation to his supervisor.  So, this I think is the only opportunity where 

you see the student and his supervisor being appreciated by the college. 

I: So, apart from ones actually happening, what kind of expectations do you have 

as an instructor or as a faculty member?  What are you looking for? 

R6: We are looking for more appreciation, whether our students have achieved 

something or not.  Sometimes, a student is not enough to represent the quality of the 

programme, so you want to highlight a lot of that and you want to be appreciated for your 

hard work, and expected to participate in outer organisations, being nominated for bigger 

responsibilities because you have the capabilities to take those responsibilities.  I think those 

are my expectations, and yes, teaching, research capabilities. 

I: Are you happy with the opportunities for personal development? 
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R6: No, [laughter] because I want to work –  

I: Although you were sponsored by the institution for both your Masters degree 

and the PhD. 

R6: You would take that into consideration, or –  

I: But this is interesting, because this is interesting, and I already know this 

[laughs] because I know you and [overspeaking] you’ve been sponsored by the 

institution for your Masters degree and PhD degree, so I find it interesting that you 

don’t think that there are enough development.  How long has it been since you 

completed your degree? 

R: Five years. 

I: Five years, that’s why, this explains that, okay.   

R6: Five years [overspeaking] 

I: So, after those five years, what other opportunities for development did you 

get? 

R6: [Overspeaking] – and the people now are lost in the loop.  And since my return, no-

one else was sent. 

I: Okay, so before I close the meeting, do you have any questions?   

R6: I would like to wish you all the best, [laughter] and I really thank you for this 

opportunity to express my feelings [laughter] about XXXXX.  It’s sometimes frustrating not to 

find the right person to listen to your doubts and hopes and expectations, but I really hope 

that through your PhD and the publishing of your findings, a message will be sent to the 

people in charge and to –  

I: I hope so.  Actually, this takes me to a question that I forgot to ask.  What is 

your recommendation to your institution? 

R6: Yes, a very important question.   

I: Yes. 

R6: They need to look at it from the bottom up, and not from the people in the hierarchy.  

You need to listen to your employers.  Your Head of Department needs to be evaluated by 

his employers, otherwise how can he be developed?  Not only the Dean needs to evaluate 

the Head of Department, but it has to be a two-way.  Like what we are doing or being done 

with us, our students are evaluating us as well as our Head; the same thing needs to be 

done to the next person in charge.  Because you would have a direct contact with him, you 

can have him developed, and he might not listen if it comes from a person to person; it 

needs to be –  

I: Or they might not be aware; they might not even be aware. 

R6: They might not be aware, but there is no system that helps them develop.  So, you 

will need to develop a system that keeps the person in charge aware of what is happening 

from a point without bias and without these personal issues where “You say I am doing 

something wrong and therefore I have to say against you the entire semester.”  So, you have 

to develop a mechanism or a system that would ensure this offered equality, but also take 

those comments to be positive comments towards faculty development, management 
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development, and this would both lead to the institutional development and the faculty 

happiness to perform their teaching and administrator role, I think. 

R6: For a long time what’s happened is everyone is frustrated but they cannot express 

their feelings or anger, or even sometimes positive points of view.  So, if you have a 360 –  

I: You give people a channel to vent, yes. 

R6: Exactly.  And your voices would be heard, so if it’s not implemented but at least 

heard, and I think that’s a very good point. 

R8: I expect a lot! Alhamdulillah, we have lots of things such as a good salary. The 

university make a commitment related to our social relations, our culture inside the 

organisation. They respond to our culture such as national day or any types of activities. We 

share this information together and the university respond to any types of events. We have 

the respect with all the deans and directors, especially the directors, but still we need more. 

R8: Yes, this is what I meant. We have this respect in our environment. Still we need 

some improvement, but we are okay. I don’t like to give any suggestions here related to our 

university, but we are looking for something more than what we have now. 

I: Yes. Have you been made a promise that you feel was not honoured? (over 

speaking) So you feel in general the employer keep their promises? 

R8: Not always. I will tell you related to my colleagues, I found these cases with my 

colleagues. He didn’t keep his promises. 

I: Was it related to promotion or development? 

R8: Yes, related to promotion or to some training programmes and some designations. I 

found it with my colleagues. He doesn’t have that commitment. 

 

Institutional Dialogue: 

R4: So, I find it very clear what I’m supposed to do.  What isn’t as clear is as an Assistant 

Tutor, am I supposed [laughs] to do all of that?  Meaning given the current context, and as I 

said, the issue of staffing and whatnot, this is getting fixed at the moment – and given the 

issue of staffing, as Assistant Tutors we might be doing more than Assistant Tutors should 

be expected to do.  But this situation isn’t made very clear to us, and it’s made our choice to 

basically fill in for missing tutors until staffing is back to normal.  To answer your question, it’s 

very clear to me what I am supposed to do. 

R4: Yes indeed, that’s something that is – how am I going to say this – it’s always in my 

inbox [laughs], if I may.  So, we’re always being asked to provide our interest in terms of 

what kind of personal development we would like to do.  So, they are aware of that.  But the 

actions being taken perhaps are not always in line with what we want to learn or develop 

ourselves with.  But are they aware of the fact that we need personal development?  Yes, 

indeed they are. 

R4: Straight to my line manager.  So, the environment is very friendly in the XXXXX, so 

it’s very easy to talk to the manager or his manager or the CEO is always the open-door 

culture.  I literally can just walk in and ask a question, and it’s always very friendly, so it’s 

very easy to ask any question or clarify anything. 
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R6: Well, we are keeping our hopes high [laughter].  The university has shown 

improvement, but not as good as it was ten years ago.  The new President is having an open 

office culture where you can go and discuss ideas, bring new research opportunities and he 

would fully support it so that’s rewarding.  You would be heard, but some objections are 

always there and sometimes from within your own department and then your own people.   

R8: For example, when they assigned us for some roles or responsibilities they sent 

emails and contacted us. We have been called for a general meeting or a monthly meeting. 

We discussed some problems and they respected our feedback and suggestions such as on 

security. 

R8: I would like lots of things. For example, I would like to be one of the decision makers 

solving some problems, and they listen to my voice and look at problems from my 

perspective. Most issues are more close to the persons who are concerned. These issues 

sometimes are not discussed in the way of a team with different perspectives. They need to 

take these different perspectives when they put solutions for any problems we face in the 

university. Sometimes some of the rules and regulations and policies, we don’t have a hand 

on these policies. We don’t have a voice related to these policies, but it is very important. 

These policies need to be implemented by the staff so at least they need to take their voices 

into consideration, what is the consequences of implementing these policies and 

procedures. 

I: So you feel they are not justified, there is no justification for these actions? 

R8: Yes, that’s right. If they took some decision, they need at least to prepare us. For 

example if they conduct circle meetings or they must mention what is the reason they are 

taking these policies or routes. These roles or policies are sent by email without looking for 

feedback. This is not right. At least need to be involved your staff related to any policies or 

regulations related to pay rates or cutting costs or increase of our loads. 

 

Motivation/Passion:  

I: You mentioned a word that we all use. You said you want to stay motivated. 

What motivates Hooria? What keeps you motivated? What makes you feel that this is 

satisfying for me as a professional within the institution? 

R1: For me, basically I am talking about me, it is the opportunity to grow. If I don’t see 

XXXXX investing in me, trusting me, investing in me in terms of learning and development, I 

would be really demotivated. If XXXXX did not invest in me today to come to the UK and do 

my PhD, I don’t know how I would have gone. What would I have been doing in Bahrain? My 

personality is built like this. I am someone who is quickly motivated and quickly and easily 

demotivated. Learning is my top priority as faculty. When I came here, I exploited every 

learning opportunity possible for me to learn how to do research. I have been successful in 

doing my first publication here. It is really important that I am taken care of. Taking care of 

your employee is the key point for me. Of course the aspect they can take care of here is the 

learning and development mainly. Another thing is the trust. Some of the top management 

have this mindset of: no, these young people do not know. I am not young. I am talking 

about the young faculty members who are very ambitious and confident to try to change new 

ideas, communicate what they think should be done, and they are always shut down by the 

older people who are proud of their legacies and do not want to change things that are 

working for them. I have heard many stories of faculty being shot down, especially young 

people who eventually left XXXXX for other prominent universities in Bahrain.  
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R1: Once we are back, we are expected as researchers to do more publications. For that 

to happen, XXXXX has been doing great work when it comes to… In order to make 

publications, we as faculty have the responsibility to look: where are the opportunities to 

learn more? I have to be acquainted with new publications in my area of interest. XXXXX at 

the same time has a responsibility to make sure there is the financial assistance, the funding 

necessary for us to attend conferences, to attend seminars and workshops around these 

new areas of interest. This is how I see myself when I come back to Bahrain. Many people 

have told me who have studied abroad and came back to Bahrain, whether at PhD or 

master’s level, that they have been faced with a cultural shock. You are in an environment 

that encourages learning, publication, research and sharing knowledge and you come to an 

environment which is shaped… I think it is in the culture of things because I have heard 

people talking in my interviews from my research that people especially where I come from 

have this cultural issue of sharing knowledge. It is really difficult to get people to co-write or 

co-publish. This is one of the things XXXXX has been trying to promote. They have been 

always telling us, ‘Why doesn’t the department of finance work with the department of 

accounting? Why don’t you publish a study or do something together?’ When I remember 

the time with my previous head of department, she was like, ‘No, we will not share anything.’ 

There is too much secrecy in the relationship. I believe there is an organisational secrecy 

going on. This is one of the barriers to sharing knowledge and to publish together. I think I 

have deviated a lot from your question. 

R4: Yes, indeed [laughs].  I teach Game Development, that’s the main reason why I’m at 

the XXXXX.  Alongside Game Development I teach Computer Programming and Word 

Development.   

R4: Yes.  No, the reward in future as I’m sure you’re aware, is the more the source of that 

reward comes from passes of future students; this is the rewarding aspect of it and that’s 

what drives us as teachers to commit to that obligation.   

R4: It’s a mixture of seeing the expression on students’ faces when they learn something 

new, the ‘Aha’ moments.  I like the feeling of knowing that I made a change in someone’s 

life, especially when it comes to teaching.  And also, because of my passion which is game 

development, I want to make sure that more and more people are attracted to this craft.  

Whether they pursue it later on in their careers or not, that is up to them, but I find it my 

responsibility to bring it out in the open.  This is the thing that drives me to continue teaching.   

 

R8: It took my life! [laughs] Oh my god. Really I get lots of things that satisfy my dream. I 

reach to my full achievement or fulfilment. I am very inspired about reaching to the top of my 

pyramid related to my dreams, but the university takes lots of my time and effort. I will talk 

now about myself. When I have any roles or activities, I spend lots of effort to make this 

effort noticeable or reach the most potential. That is why it gets me tired more and I spend 

lots of time or effort from my side. I think I answered your question. 

R8: I find sometimes regardless of what you suffer or what you have or related to what 

you discussed as the promises, the policies and regulations being assigned in some 

institution, if the persons have their full potential related to something that he likes to do – for 

example, in our situation here, education – I don’t think that person is being affected with the 

culture of their organisation. He will still be fully committed to what he did or offered the 

students. I would like to convey to you that still the person has that commitment, if he finds 

that he is interested to do this job. Do you agree with me or not? 
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Source of Information: 

I: I am interested in the relationship so you are giving me some very rich 

information about the background and the relationship. There are things you say that 

are very relevant to what I am writing. You keep saying a number of times, ‘People 

told me… People said that…’ One of the things I explore when it comes to looking at 

responsibilities and expectations that you have, that you expect the institution to give 

you… Where do you get them from? What are the sources of information that you 

have at the institution to know what to expect? 

R1: The first thing is the regulations and policies and the manuals that the university has 

produced. One of the advantages of being under my previous head of department’s control 

or being supervised by her is that she made us literally memorise every single policy in the 

university by heart. I know everything we are supposed and not supposed to do. Imagine 

that. We spent nights preparing this for the quality assurance who came to XXXXX to 

evaluate our programmes. We were doing greatly at that time. That was 2014 or 15. We 

went through hardship with her, but we learned. We knew more than the top management 

what we were supposed to do. That is in my department. When I compare myself to the 

other departments who were not doing… We were number one in the administration in how 

we accomplished our tasks. When we compared ourselves to other departments, they did 

not know much about what they were supposed to do. It was because we were in this 

relationship that we had to memorise all the policies by heart, we had to apply them. It 

wasn’t only memorising, it was application at the same time, hand in hand with reading all 

the policies. I pretty much know my responsibilities from that. I am pretty sure we did not 

miss (over speaking) 

R1: That is a good question because many organisations try to make this vague for the 

employees. They do not tell the employees about their basic rights sometimes when it 

comes to paid vacations or holidays, even the opportunity to learn and grow. Many of us did 

not know so we had to go through the publications to see all the policies. Do I have the right 

to attend a seminar, for example? Do I have the right to apply for a conference or grant? 

When it came to me applying for the PhD, I was talking to one of the admin staff in the 

university. He was always telling me, ‘Go and talk to the founder of the university so he can 

give you the time to study.’ I was always saying, ‘But he doesn’t know me much. I need 

someone else to support my application.’ Then I came to realise that everyone, every faculty 

member, had the right to study and to do their PhD if they were a master’s holder, and also 

to do their master’s if they were only a bachelor’s degree holder. To my surprise, everyone 

had this opportunity and they exploited this opportunity, but without telling the other faculty 

members. They tried to hide the fact that we are entitled to this. When we were doing the 

action plans for the department and the college, I came to know that there is a certain 

percentage of the university’s revenues that must be allocated to this time. 

R1: Exactly. That feeling I had of, ‘I am begging you, please let me study and give me 

this opportunity,’ changed. It is my right now. If you want to keep me as a faculty member, 

you have to put your money in me. 

R3: My immediate superior. When I was a dean, I worked with the VP. I have to go to the 

line of management. I had to go to the VP and now I go to the programme head or the dean. 

I: If you are looking for information, if you want to know what are your rights, 

what are your responsibilities, who do you go to? 
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R6: We have an orange book –  

I: [Laughs] Orange book, I love that.  The orange book! [Laughs] 

R6: The orange book.  It keeps updating and HR has been responsible for updating that 

document.  And also, XXXXX office which is responsible for higher education members and 

all the faculty members, he is the person, his office is responsible for publishing that book 

and also putting all our appraisal forms and guidelines. 

I: Okay, so is he responsible for the office of teaching and learning? 

R6: He’s the Vice President for Higher Education, or –  

 

Reciprocity and Fairness: 

R1: Because my situation has pretty much changed from being a master’s holder, 

perhaps Hamid can tell you more about that because he still hasn’t done his PhD and he is a 

part timer anyway. For me when I was still not doing my PhD, I felt there was a great 

imbalance. I did not have this power given by a PhD certificate that tells me I am equal to 

you. I always see myself lower, unfortunately, than them. I see myself not as qualified as 

they are so I let them control… 

R1: That is exactly why I want to split my answer here. After finishing my PhD, I will be a 

different person in terms of how I address myself, how I talk back to people. I would not be 

that person you can control. I used to suck it in, whatever they had to say, and I would do it 

because some of the people – I am not talking about the founder here – in XXXXX 

unfortunately made you feel that you are not competent enough to do the job or you do not 

deserve the salary you are receiving and we are only keeping you for the sake of… They 

have got rid of many master’s holders because they could not afford them and they were 

useless because they couldn’t teach higher level subjects. At that time we felt weak in the 

relationship. We found the imbalances or changed relationships justifiable at that time 

because I need a job and I think the job will provide me with the opportunity to grow later. At 

the same time, I could not stop these people from controlling us. After the PhD I was joking 

around with my friends and saying, ‘I will not be the same person.’ If they say anything I 

don’t like or force me into committees that I don’t want to work in, I am not going to accept 

that. Let’s see how that works! [laughs] 

I: At this moment in time, how would you evaluate your relationship with XXXXX 

university? Do you see it as a fair relationship? 

R1: I am sure they see it as a more than fair relationship. 

I: To them – but to you? 

R1: I am not sure because when I compare – unfortunately, I always compare – I can 

never rest because I have expectations. When I compare myself to, let’s say, the University 

of Bahrain, how they are investing in their employees, even when it comes to my 

accommodation here, there are many things that are not covered by XXXXX university. All 

they are doing is they pay the fees. When I compare, I feel unappreciated. There is an 

imbalance for sure in how they appreciate their employees. I know they don’t have the 

money, but again when they spend money on unnecessary events, I say, ‘That money could 

have gone to better courses.’ For me, it is still unbalanced. I don’t know, but for them it is 

more balanced. They always view it as a favour they are doing me, something I wouldn’t 

have been able to pursue on my own. 
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R3: In the current university, the balance generally is with the management, not with the 

faculty. In general in the current university, the balance is towards the management. 

I: You mean the management have more influence? 

R3: Yes. 

I: In terms of fairness in contribution, do you feel that your contribution is treated 

fairly or do you put in more effort than what you get? 

R3: I would say I put more in than what I get. I make so many things good. I feel that I 

have done so many good things for the college and the college when I left one year ago was 

totally different from the college I received five years ago. 

R4: I would say, if I graded it on a 1-5, I would grade a 4.  That’s because I’m very 

satisfied with the treatment I’m getting in all aspects [loss of audio] [pause] –  

R4: So, I’m satisfied with the way I’m being treated as an employee.  My managers are 

very friendly which is a blessing.  I love the environment that I work in, and everything is just 

perfect for what I like to do and for my personality as well; I love to work in these 

environments, so that’s what makes me extra satisfied with the way I’m being treated there.  

But perhaps the reason why it’s not a 5, it’s just my progression.  So, I’ve been in this 

institution for a long while now and on paper I should be a full-on tutor, but things are slow in 

terms of processing this promotion, let’s say.  And yes, that’s basically it; other than that, I’m 

satisfied with the way I’ve been treated. 

R4: I feel like it’s reciprocal between myself and my managers, so my line manager and 

the Head of School, yes indeed.  But that isn’t as clear when it comes to the entire institution.  

I’m not sure if that answers your question fully. 

I: Okay, so to which extent are you satisfied with the relationship that you have 

with your institution? 

 

R6: I am satisfied.  On a scale of 1-5, I would say 4. 

I: 4, that’s excellent. 

R6: I’d always consider XXXXX to be my second home, especially depending on the fact 

that I graduated from the university and I’ve seen it grow throughout the years.  I’ve seen its 

good days and its worse days, and it’s coming into a better shape these days.  But I would 

say 4; I think we can do a lot more if we just organise ourselves, appreciate our people and 

faculty a bit more, I think we can achieve more. 

I: So, to which extent do you feel that this relationship is a two-way relationship? 

R6: [Sigh] Again on a scale of 1-5?  

I: [Laughs] A scale from 1-5 would do. 

R6: I would say it’s a 3 at the moment, yes.  It needs to –  

I: It’s skewed towards giving more or taking more? 

R6: [Laughter] Very hard to say.  I would say we need to take more from the university in 

order to give more.   
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I: Yes.  Okay, so how do you see your future with the institution?  How do you 

look at your future at XXXXX? 

R6: I try to be optimistic about it.  I think XXXXX is now recruiting a lot of young leaders in 

young positions because they would appreciate their flexibility and their new vision on 

solving problems, and also in advancing the curriculum and the programmes.  So, I’m hoping 

that I might get assigned by the Dean or the President to lead such movement, whether it is 

within my Department or the Quality Assurance, or even the Equal Opportunities.  I think 

such roles would motivate me to give more.  I’ve seen good examples around me of a very 

hard-working faculty member that gets promoted to a Director, and now she is given more 

roles and even in developing strategic plans for the university because her voice gets 

respected and appreciated by the upper faculty members.  So, the opportunities are there.  

The problem is just knowing all your faculty and all your capability, their capabilities, 

basically.  And as I said, the size creates a huge role here; we have more than 1,000 

employers, and they’re the best out the best in their fields, so it’s very hard and a very 

competitive culture.   

I: 1 is low, 5 is high. From 1 to 5, how would you describe your satisfaction? 

R8: My god. Less than 3. 

I: Has it always been like this or did something happen? 

R8: No. Our situation was very successful and satisfying, but when we passed through 

Covid-19 this year, we faced a lot of issues related to cutting costs and this made us very 

disappointed. If you balance our jobs and responsibilities that you handle and add 

additionally to that increasing your overload, equally reducing your pay rate, this needs to be 

concerned related to our situations. I am sure all work now face these types of situations and 

more clever and more efficient or effective, but not harm people or taking their rights. It is not 

fair to do that. 

I: How do you perceive your future with the institution? Where do you see this 

relationship going with the institution? 

R8: If we continue the same situations, the current situations, I don’t see that much future 

for the university. We will not come back or make the situation the same as before. It has 

become worse. This is my expectation. I think we will face more rules and regulations or 

policies relating to cutting costs and harm ourselves (over speaking) 

I: How will you react if this continue to happen? How do you see your own future 

in the institution? 

R8: Of course at the end he is a human. He needs to balance his efforts to do what he 

did. If I find it will come over my health and my family and social situation, of course I will 

think that it is much better to resign and look for something else better. 

I: You said you did not work in a different institution, but having worked as a part 

timer and a full timer, which employment contract worked for you best? Looking back 

at the situation when you were a part timer, comparing it with how it is now with you 

as a full timer, which one do you prefer? 

R8: Of course full time better than part time because the payment was not that much for 

part time, but I am satisfied because I have other work. Teaching is one of my dreams and I 

achieved my dream by finishing my studies. At that time when I am working part time, I didn’t 

look for the payment to satisfy me or not. That is between what I achieved and what I 
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received. It is not that much, but when I became a full timer I depend fully on the payment 

from full time. Before I started it, it is very fine. It is very good, but due to our current situation 

– and I am sure all the world suffered from this situation – it became worse and became 

unsatisfying. Still the continuous cutting costs affects us. 

 

Quality Assurance as a Priority:  

I: Did she leave or did the institution change her role? How did you get rid of her, 

basically? I am trying to understand: did the institution know about your concerns 

and took action about them or it just happened that she left? 

R1: That is an interesting question. The story was that because she accomplished many 

of the jobs on a timely basis because of us, the soldiers, she got away from it. When we, the 

drones working under her, decided to talk to the founder of the university he was like, ‘Okay, 

I know about her behaviour, her short temper, but it is the quality assurance time and we 

need her to accomplish the job. Wait and we will see what we can do.’ After three years of 

suffering, one of my brilliant, brightest students was taught by her in one of the final courses. 

She was traumatised by the relationship with her and she was acting crazy with her in the 

class so she filed a complaint against her. It was then the university took action and tried to 

move her away. We were not trusted enough to listen to. The students’ wellbeing came at 

the expense of the employees’ wellbeing for all these years. 

I: Why do you think this is the case? Your voice as a faculty member was not 

heard as much as a single student. 

R1: It was a critical time for us to complain because there was a lot of quality assurance 

work going on so the university waited for the quality assurance first. 

I: If you would make a recommendation to XXXXX or people who can have 

influence about how the job or the career of being an educator, being a faculty 

member in higher education in Bahrain, what would it be? What recommendations 

would you make? 

R1: I know there is a more wide problem with them. I would suggest to reduce the load of 

teaching for the faculty members in order for them to have more time on hand to do the 

research. I know today when it comes to accreditation, universities are evaluated not on the 

output of how much teaching you do but on how much research output you make. I know the 

graduate attributes and destinations are also a key evaluating point for universities, but 

research is a key factor that distinguishes universities nowadays. I am not sure if that is 

possible, but allocating more time to research is one recommendation. Another 

recommendation is: invest in the employees’ wellbeing. We need to study to see what 

factors affect the wellbeing of faculty members before we suggest that. Amending 

regulations and policies when it comes to the load. I remember you saying in the interview 

the Higher Education Council and the QAA, there is much more overlap in what we do. This 

can hugely affect the overload of employees today because we pay admin work. (over 

speaking) 

I: Do you recall an incident that had a significant impact on your relationship 

with the institution, a day that you don’t forget in your relationship with the XXXXX? 

R3: The most important thing now for any college is to satisfy quality assurance 

requirements. When I took over the two programmes in the college of engineering, both of 

them did not pass the quality assurance. When I took over, we were able to pass on both of 
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them. We got a very satisfactory result. Before it was not satisfactory. The most important 

thing for the college at that time because… By the way, if you don’t earn a satisfactory result 

from the QAA, they will close the programme. 

I: BQA does not have power to close the programme, but the Higher Education 

Council does. 

R3: The HEC will act directly on that. They will take a decision. If you fail, that’s it. (over 

speaking) The Gulf university, they closed the programme because we did not get a… 

I: Satisfactory evaluation and the programme was in college. 

R3: Also they closed electronics in 2010 because they did not get it. 2014. After they 

visited us, we got the programme reopened and we passed. 

I: By the end of the semester, how do faculty members reflect on what went well 

and what didn’t go well?  Do you have a mechanism? 

 

R6: Yes, we have an Excel sheet where we map our course achievements to the 

programme achievements.  And in that sheet – I can send you it’s form if you wish – there is 

a part where the faculty member tries to reflect back on his own course, or the Course 

Coordinator reflects back on the course, and puts some recommendations.  But honestly 

speaking, nobody else views this sheet; it is there as a submission by the Course Portfolio 

Committee; the Course Portfolio Committee is responsible about collecting all this data and 

sending it back to the quality assurance -   

I: For quality assurance purposes. 

R6: But I do think that the Quality Assurance office actually audit and monitor the 

feedback that is written there.  In terms of Programme Coordinator’s level, we get to reflect 

on our courses, we try to gather what went right and what went wrong and what can we do 

better next semester.  We put that into a folder for the next person teaching the course to 

benefit from the comments.  But again, it’s not an obligation.   

 

R6: And the delay is frustrating, and I am speaking up on the point of younger 

researchers as well.  The other thing, when it comes to development, except the CPD and 

PickUp, there are smaller development courses that are circulated yearly, for example BIPA 

is offering a course or something.  But we don’t get to be involved in it because of either our 

teaching loads or the short nomination time, and I would give you an example where I once 

sent an email to my Head of Department to be nominated for a course, and she refused 

because her excuse was “You have a lot of NQF work to do which will not allow you time to 

attend such courses.”  And the NQF was due in September, and this course was due in 

June, so on what basis was the excuse?  So, I think –  

 

I: And they didn’t allow you to make that decision for yourself? 

R6: I was not allowed to do that for myself, because the nomination needs to be from the 

Head of Department.  You can ask to be nominated, but the actual person who will nominate 

is the Head of Department. 
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R8: Yes. (over speaking) not in Bahrain, the Arab countries. We have uniform 

procedures, exams, assessment tools. This is a very good system. We have good and 

strong assessment tools. 

R8: This is very important. Every semester, we connect with the GCC – the group course 

coordinators. We have some supportive activities, for example sometimes she sends 

assessment tools and if there are enhancements or additional questions we can share it 

together or some suggestions. We share these types of information. As well as she shares 

with us, we have external examiners from the UK because our programme is from the UK 

also so the students have two certificates from each branch – the university side and the UK, 

the mother of this university. Sometimes she shares with us external observations related to 

each or specific modules that are being delivered in our university. Sometimes we will give 

feedback to the external examiners as well.  

I: You basically answered the question. My question was: do you feel that your 

job or what is required from you is clear? 

R8: Yes, I know my job well. The job responsibility is set by the quality department. We fill 

in the forms related to the absence of students. All of these procedures are clear inside our 

institution. I am sure every tutor knows well his responsibilities and what activities he needs 

to do to support the students. 

 

The Working Space & Resources: 

I: Looking at promises, since you joined XXXXX were you given promises? What 

promises were you given? 

R1: I don’t know. I don’t remember because I signed that in 2013. Usually people when 

they sign contracts, especially me… When it comes to me I am very, ‘Okay, let’s sign this 

and go.’ The only promise was to have this new building that we have been hearing about 

since 2013. We were supposed to have this big building with big offices. We are currently in 

Gosi, which is a commercial complex. It is not suitable at all. We are in tiny offices. I am 

looking forward to this new building although it will be far away from Muharraq where I am 

living. Having your own office with your own things like BIBF… [laughs] That was the only 

promise for everyone, not just for me. 

R: I know. I didn’t see your office there so I am comparing the offices… 

I: The American University of Bahrain establishing another new university in 

Bahrain. The office, the space – how important is it to you? 

R1: For someone who spends more than eight hours in an office without windows… Light 

is very important for me (over speaking) I am living in a small studio, but if it wasn’t for (over 

speaking) so when I decided to move into this studio I was like, oh my god, how am I going 

to cope? But the person who arranged this accommodation was kind enough to offer me this 

view, otherwise I would have gone. We were working in this small cubicle space where me 

and another three were living with lots of storage going on behind us. It was a disaster. I 

used to call it “the stable” [laughs] There would not be any ventilation, no windows, nothing. 

It is really important. I used to suffer from trouble breathing and that I stay in the office for 

long hours so I had to go downstairs. You know how people think of you when you go 

downstairs and take a walk. ‘She is not working. You are walking. Are you taking a break? 

You are not on your computer.’ That is the mentality. Space for me is really important. 
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I: To you it might be a promise for an office or for a particular piece of 

technology or to reduce your load. The PhD is a promise that was accomplished. Any 

promise that was given to you as a faculty member. 

R1: No, because the promises that are usually made for people who do PhD study in 

Bahrain is they would reduce the load of their teaching. Since I had to go full time, I am not 

sure if they are achieving this with the other members who did it part time in Bahrain. These 

are the promises. One of the two promises when they did this big staff meeting: we will give 

you the money to go and study for your PhD, for example, we will build this new campus, we 

will do this and that. As you said, the promise of PhD has been accomplished, but it hasn’t 

been accomplished because they did it. Because I ran after it. I ran after them to achieve 

that promise, to do it. 

I: During the six years of relationship, were there any promises that were broken 

– not kept, not honoured – in your relationship with the institution? 

R3: After that I was looking for more authority and more resources. If you need a 

university faculty member, you need also to give support to them. They need resources. I 

didn’t have enough resources. I don’t know if you call this promises. (over speaking) 

I: Before taking the deanship position, for example, were you promised 

resources and authority that you didn’t get or you were not made any promises? 

R3: When I became a dean, I asked for the resources and they said, ‘Yes, you will get it.’ 

At the beginning I was getting it. 

I: What happened in year 3? For three years things were working fine. What was 

the significant thing that happened after three years? 

R3: There is a lot of cuts. For example, the first three years 5-6 faculty members 

participated in conferences. In the fourth year maybe only one. 

I: Was it due to change in management? What kind of change happened? 

R: It was in the management mentality. [laughs] 

I: So the management changed their mentality overnight, which is very 

interesting. It was not driven by any external or internal factor, do you think? 

R3: They are looking for financial. When I talked to them, I will give you some examples. 

Before they paid the city maybe 2,000 dinars per month and now they are paying 8,000-

9,000 dinars per month so their profit decreases. Also ink, paper, security, cleaners, 

whatever. They are paying more now than they used to pay before. I assume their profit has 

decreased so they wanted to make up to stay on the same level. 

I: They can always increase their tuition fees. 

R3: No, they cannot. The HEC will not allow you to increase (over speaking) 

I: Yes, you can put in an application. You will wait for a year to get a response, 

but it is possible. I have done it before. [laughs] 

R3: Possibly. I think they asked, but it has been rejected. They made an application. 

R4: So, [pause] very good question.  I would say there is a challenge that is open 

between CEO and his staff.  The CEO does a nice thing called ‘Coffee with the CEO’, so she 

does that on a monthly basis.  But it feels like whatever’s being said, it’s almost as if the 
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institution’s hands are tied.  So, we do channel through our concerns, but not many things 

happen per se.  So, perhaps more action [laughs] would be my answer. 

R4: Most of it, yes.  Most of it is because of the situation that we are all aware of, 

financial.  Some of it I wouldn’t say is justifiable, perhaps the promotion parts would be one 

of those.   

R8:     Even the students might get harmed or affected. Really I am looking to have more 

rights. I have lots of rights not being listened or not being taken, such as when I need some 

benefits, raises, advances or overtime. We are cutting costs in this period. This cutting costs 

harms our morale and our satisfaction. These actions need to be taken and they need to be 

thinking related to the situations or our unique conditions in these days. They must take care 

of our human rights. Sometimes these actions are not right (over speaking) situation of 

Covid-19. 

 

Life Balance:  

I: You earned it! Looking at the impact of your relationship with the institution, 

with your life, with you as a person, how do you feel that your employment 

relationship is affecting you as an individual, as a person? 

R1: At the beginning because I worked for 11 years in teaching in a government school, 

there is a maximum and there is no overtime task to do usually unless it is the marking 

season, when I moved to XXXXX I had to face the difficulty of my time with my folks. I have 

one son and he is 13 now. At that time he was a little kid and it was really hard. I found that I 

don’t have a personal life any more, I don’t have a social life. I was back at home around 

6:00 or 7:00, which was annoying for my mum to have to take care of my son at that time. It 

was really difficult in terms of social life and watching my son and studying with him and all 

of that. That is the only problem that I had to face: little time to do anything else because of 

the time I had to spend at the university. 

R4: Naturally it takes away time to develop and be able to work on personal projects, 

start up a personal business or whatnot; that’s something that I think about a lot, the what-

ifs.  What if I had the eight hours in the morning for myself to develop my business?  That’s 

one thing it takes away from me.  Other than that, it’s all positives really. 

 

R6: - with the subject in your hand.  Yes.  But we do that in two smaller projects, I would 

say.  It takes a lot from your family time and quality time that you get to spend, you are under 

[laughs] a lot of pressure, but you have the two months so that’s an advantage –  

I: The maternity. 

R6: Yes, the University is a bit flexible even when it comes to women delivering or about 

to deliver, so if you have a faculty who is about to deliver, she is not assigned a course.  And 

although this is not written anywhere, but it’s a practice that we do in the department. 

[Overspeaking] I think it’s very comforting for females, so that’s why we have –  

I: So, there are lots of advantages in being a part of this institute [overspeaking]. 

R6: [Overspeaking] – females and that’s not healthy [laughter]. 
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I: You need more men! [Laughs] Equal opportunities for men [laughs]. 

R6: You will always have someone on maternity leave, and you’ll always have to be 

covered for, so… 

 

Flexibility: 

R6: [Overspeaking] – yes.  You have the flexibility in terms of timing, as I said.  You get to 

teach when you can.  You do have your lectures, but you have the rest of your time to 

organise it between your research and course preparation and other work.  So, that –  

 

R6:      You get to say the courses that you are capable of teaching as your specialty.  You 

get to reject a course because you feel not capable of teaching.  The load however is 

something that we don’t have to exceed.  I personally don’t like to exceed because I’m not 

interested in the extra payment.  But if there is a need, I would offer to take extra load, 

however I have the Coordinator to tell these problems to, so I can report to the Coordinator 

the number of courses that I can take as an extra load.  And if I cannot for example work 

late, there might be some sort of flexibility in changing the class time to accommodate my 

timing if I’m the only person who is capable of teaching the course.   

 

R8: Yes. Every semester our dean sends for us the tables and we assign the times suited 

for us, but we are restricted with something. Each tutor has morning classes, plus additional 

evening classes. Our culture in our university, mostly we are focused on evening classes 

because most of our students are working and are involved in some activities in the morning 

so they prefer much more evening classes. Also we add some morning classes for students 

prepared to attend. We adjust and balance our schedules every semester to have morning 

and evening classes based on the distribution of our overload. Each tutors have overloads 

such as 12 hours (interference) to be assigned to each tutor. We distribute based on the 

course levels we have or are responsible for. We distribute our times during the week. 

 

Equality and Justice:  

I: How is the institution treating you differently from others? What makes you 

feel that others are not treated as well as you are? 

R3: I think the others take, for example, more load than allowed. There is extra load. 

Again, this is a special relation now. In XXXXX there is some problem and many others have 

some cut in their salary. They did not touch me. If I have sick leave or official business, they 

will never reject, but with others they question it. 

I: What makes you special, do you think, Professor XXXXX? 

R3: My performance, I think! [laughs] 

I: So you earned it. It is by merit. 

R3: I don’t know what to say, but they know my qualification. When they have quality 

assurance, for example, interviews, they really rely on me explaining things. This is very 

important now to do. When you have a visitor from quality assurance – and not only quality 
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assurance now. We have the HEC, the quality institution, the review institution. I don’t know 

what they call it. 

I: The BQA. 

R3: We have many different visits from many (over speaking) 

I: I can see that you are remembering a moment of success. It is something that 

you made in the institution that has a huge impact on the business operation of the 

institution. (interruption) You shared a moment when you felt that you made a great 

success for the institution. Do you remember a moment where you were 

disappointed? 

R3: I was really disappointed and I sent a letter to the president saying that I am 

disappointed. The university ended the contract of 23 staff. That is a huge number. I met the 

president and vice president as a faculty member and said, ‘You are short-sighted and 

narrow-minded.’ [laughs] In other words. Not exactly like that, but this is what I said. This 

was really a disappointment. It didn’t affect me, but it affected my colleagues. 

I: So standing for social justice, I believe that is what you… 

R3: Yes. I was not happy because these people really worked hard for the university. 

Some of them worked for 10 years. They just said, ‘Thank you,’ but by one month’s notice. 

I: Would you feel differently if the process of laying them off was different – if 

there was a fair process of evaluating who should stay and who should leave? 

R3: Of course. When I was a dean, some of them I said to them earlier, ‘You will not be 

one of my faculty members next year because your performance is not up to my standard,’ 

but this faculty – their performance was nothing to do with it. It was for financial issues. This 

is why I say currently we are not doing very well. The management is looking mainly for 

financial now. 

I: Do you think this financial stand is justifiable? Do you think Covid-19 and the 

number of students make this position justifiable or not? 

R3: No, it is not justifiable because the number of students has not changed. It is the 

same. 

I: So you did not drop in terms of intake? 

R3: No. They thought they would make it more online and they will hire part time faculty. 

I: How do you feel about part time faculty? Is it good for institutions to have part 

time faculty? 

R3: In the UK, the USA and Europe in general, the part time faculty are really a person 

working in industry and when they come to the university, they enrich the students, the 

faculty and the institute with their experience, but here we are hiring faculty just to fill a gap. 

Especially in engineering when you hire a part time faculty, it is the one you really need to 

add more, but the faculty here are just filling a gap. The faculty is not enough for the 

students so we hire 5-6 just to fill the gap. They are not really enriching the university, they 

are just to fill the gap. 

R6: We get to gather reports and data in terms of how women and men are contributing 

to the development of the university.  We get to report back to the Superior Council of 

Women on the view of the general achievements, and also the policies.  And we get audited 
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on our policies that ensure equality of both men and women.  And sometimes we get also a 

nomination for prizes, and we have to justify why we should win this prize, which we didn’t in 

the last year because we are not giving men five days’ holiday when the women deliver 

[laughter]. 

I: That’s interesting, so I find the Equal Opportunities Committee to be in 

particular very, very interesting.  Do you feel that it’s actually effective?  How effective 

do you think it is in actually creating equal opportunities within the institution?   

R6: Well, it is getting more effective.  From the day it was first established, it was maybe 

something, just a formal name for these opportunities.  But then throughout the years, with 

the activities that we try to deliver, the advertisements and seminars we try to host, women’s 

rights and abilities are now well spot on because other students – not just faculty – are now 

aware of their rights, can reach out to the committee and perhaps even reflect on their 

problems, we take this to the President’s office.  So, we are creating this link that did not 

exist before, and we’ve become the face to approach whenever we have anything related to 

women’s opportunities or other opportunities. 

 

R6: That’s what I’m saying; the problem is that XXXXX is all of this now.  XXXXX is all of 

this and that’s why it’s very hard to shine or to find your way in XXXXX because it’s so big.  

And people get recruited in different positions from all around the college.  Specialisation 

does not matter anymore, because you are from Engineering and you can play a role in the 

Department, for example, of English if you are found capable, or you can lead the Deanship 

of Scientific Research although you’re from a totally different background.  As I said, 

specialisation plays a role to a certain extent, but also administration skills matter.  I don’t 

know how the President chooses them, but [overspeaking] –  

 

The job vs. the Institution:  

R3: No, but I am quite satisfied with the job I am doing. Still the relationship is not perfect, 

but it is an acceptable level. It is good for me. It is okay. (interference) I know so for me it is 

okay, but maybe in 10-20 years my ambition was different from my ambition now so my 

expectation possibly more than the relationship. I am just trying to keep my job, doing my 

work and it is okay with me as long as I have a job for the time being. 

I: Who do you consider as your employer? Who are you obliged to? Your 

commitment is to whom in the institution? 

R3: As a person I have a commitment to the institution and of course I will go for my dean 

for the time being before I go for the VP. This is my relation. I am one of the few persons 

who tries not to cross that. 

I: If I would ask you: who is your employer, who represents XXXXX in your eyes? 

R3: I think the best person now is the quality assurance. They are doing a really good 

job. 

R4: [Pause] Okay, it’s a very interesting question, to be honest.  On paper obviously, I am 

accountable to the institution itself, the XXXXX.  But there are two entities that I would say 

I’m kind of accountable to as well, or I feel responsibilities to.  One is obviously the students; 

I have this responsibility that if I don’t feel like I’m doing the job right, the first thing that 

comes to mind is what do the students think and not what does the institution think.  They’re 
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kind of linked, but I feel more responsible towards that.  Second is my line manager – sorry, 

my Head of School – who is the person that puts trust in me to come in and deliver and 

develop the course, and so I feel that accountability that I need to deliver because they trust 

in me to do so.  But of course, I realise that on paper, it’s –  

R4: It’s a very good question, and I wish I had the answer to that to make it at least clear 

whether or not the same appreciation level exists.  I know that the institution does appreciate 

the staff, it’s evident in the actions that they take.  But the reason why I’m saying this, if I can 

give you just a little bit of background, is because why I teach Game Developments, I see it 

as the way forward, it’s supposed to be developed into a programme per se.  It’s a little bit 

more difficult to take it forward, the reason being more attention is put on other aspects or 

other problems per se.  So, the feeling is mutual between myself and managers.  I suppose 

the communication is the thing that is lacking at the moment between myself and let’s say 

the higher management. 

 

I: A day that had an impact on this relationship, a turning point in this 

relationship, either positive or negative.  A day that you think is significant. 

 

R6: I still love the day, I think, where one of my faculty members nominated me to take 

the job.  It’s not the day I was recruited in, but the day I was nominated then.  And he told me 

all the capabilities that I have that fit into the picture they have for a good academic, and I 

feel that that was a turning point.  I did not think of myself as a teacher, but when he 

nominated me to do this, I think yes, I started thinking –  

I: Isn’t it interesting that nobody starts their career thinking that they want to 

become faculty? [Laughs] I sometimes find it sad, and being a faculty is such a nice 

job, it’s such a rewarding job, it’s just that it’s very rare that you ask a child “What 

would you like to be when you grow up?” and they would say a teacher; they always 

say something else [laughs]. 

R6: They do, and especially in our major.  We graduate as designers and you want to be 

in the profession before you go back and teach the profession.  So, taking that decision was 

a turning point because you will not get to practice, and one of the disadvantages of XXXXX 

when it comes to these practice-based programmes is that they are not allowed to practice, 

officially; you are not allowed to practice. 

I: You are not allowed to practice. 

R6: You are not allowed to practice.  Maybe with a special request from the President 

you can practice within the university projects, but officially you cannot open your own office 

or do your own consultation.  So, this is a bit was a disadvantage at that point, but then when 

you are teaching your peers you love the profession itself because you also love the factors 

who taught you and shaped your personality, so you would take it as a career.  

I: [Laughs] Yes, this can be; I would say this is more than a promise.  They gave 

you an opportunity, so if you can talk more. 

 

R6: They gave me the assignment but I don’t know if this is the practice.  But the 

appointment letter was clearly indicating 25th of February as the starting day of my 

appointment as a Course Coordinator for one year from the date it was issued.  And then on 
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November 18th, another decision came to discard the aforesaid appointment.  So yes, to a 

certain extent, yes, I was promised to take this position for a year and then it was discarded, 

and when I spoke to the President he said basically, these things are approved by the Head 

of Department and the college.  That’s what I’m saying; him in his position, he just gets to 

sign the nominations, they don’t get to review your record.  So, I don’t know, again I would 

blame the Dean because he would be the person who was supposed to consider this, unless 

it was purposefully done. 

I: And how did this make you feel? 

R6: Frustrated, angry and sometimes questioning your abilities whether you delivered 

something right or wrong, or maybe totally wrong that it came against their wishes and their 

expectations.  And without any clarifications once you hear it from the Head of Department 

and one day before a public meeting.  It becomes a bit embarrassing as well, because you 

don’t have reasons to justify this, so this sometimes brings you under unwanted spotlight 

from the faculty members.  Yes, so I don’t like that. 

 

Job Performance: 

R4: So, I do believe there’s a document that we’re asked to fill in on a yearly basis in 

terms of which areas do we wish to develop in.  We do self-assessments to decide – I think 

it’s called “Ada’a” or something where you do some self-assessment, we rate ourselves 

usually from 1-5 in terms of performance and things we feel like we need work on, and 

based on ratings and this self-assessment we decide what kind of training programme or 

course you need to take to further improve 

 

I: Going back and looking at the tasks that you have to deliver, to which extent or 

how would you describe the distribution between the time you spend on teaching 

matters and other matters like admin?  Is it a 50/50, 60/40?  How would you describe 

the distribution? 

R6: It’s 70/30. 

I: So, 70% is…? [Overspeaking] [laughter] 70% admin, [overspeaking] –  

R6: And if you want it with numbers and then the appraisal, there is no counting for 

teaching effectiveness except the students’ evaluation that you get at the end of the year.  

And it is not altered in the overall appraisal –  

I: Evaluation of you as a [overspeaking].  Interesting.  And how do you feel about 

that? 

R6: I am frustrated, because no matter how much you put in the classwork or in the 

students’ development and follow up, if the student feels not happy, it will reflect badly on the 

evaluation and to a certain extent, some students don’t do the evaluation so all the work that 

you’ve been doing cannot be actually evaluated, so sometimes the evaluation is not true to a 

certain extent, so –  

I: It’s not valid, yes. 

R6: - it’s frustrating for the faculty members. 
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I: So, let me get this right.  The quality of your teaching is evaluated based on a 

single measure which is the students’ feedback.  Do you do peer reviews or 

departmental reviews for teaching and learning? 

R6: It’s not an obligation to do that.  We do it only through the faculty development 

programme with CPD with peers, but it’s –  

R6: I try to spread this healthy practice.  I was a Coordinator, and if a student complained 

about an instructor, I would join the session online and try to moderate and send on the spot 

surveys trying to gather this information, and then discuss the results with the faculty 

member being evaluated.  It might be an informal practice, but I found it to be much, much 

healthier than taking just one perspective of the matter which is always the student’s 

perspective, who likes to complain.  Sometimes they just exaggerate their complaints as 

well.  So, the instructor in this manner cannot really describe what’s happened unless you 

are with them in the class or you can hear a recording of the class.  So, now we have some 

digital means that allow us to look back onto the performance of the instructor and the 

students to a certain extent, and you compare the two before you take an action whether this 

is a good teacher or needs to be excluded from our part-time teaching list for the coming 

years. 

 

Loyalty and Attachment:  

R4: Very good question.  So, I would be considering starting my own business, taking the 

risk of leaving the institution.  I think any sensible person would do so if such a promotion is 

delayed further.  Would I be in a different institution?  I’m not entirely sure, to be honest, 

because if I can’t find another institution with the same environment as XXXXXs, then that 

wouldn’t be an option, and that is if the promotion gets delayed for another two years or so, 

or even longer.  But that’s not something that I’m thinking of at this moment, to be honest; I’d 

like to stay.   

R4: It obviously feels good to say that I’m a teacher; it sounds nice, has a nice ring to it, 

so I’m grateful for having a job, for having this job.  And the fact that the XXXXX provides me 

with a classroom to teach Game Development is also something that I’m grateful for.  Again, 

a little bit of background; I wanted to work in the Game Development field.  It’s non-existance 

in Bahrain at the moment so the closest aim is to teach it, and I really enjoy teaching Game 

Development.  So, this kind of created a space for me to exist, if I may, so I’m really grateful 

for that, which is why I say if there is an institution that provides a similar environment where 

I can exist, this would be an option if things don’t go well in the future.  But yes, I almost feel 

like the XXXXX is part of my identity, if that makes sense. 

I: It is not a tricky question. I just want to know: what words do you associate 

with XXXXX? 

R1: I don’t want to be unfair to them, but one word that could describe the atmosphere 

sometimes is the word demotivational. That is because of some people who are holding 

positions. Another thing is restructuring. XXXXX is restructuring. The third thing: I don’t see 

XXXXX as a promising institution. It is a radical change needed, not just in XXXXX but on a 

larger scale, a higher education scale. It is a radical step that we need. 

I: How do you look at the future of your relationship with the university? 

R3: With the current situation, I am not that keen. I don’t know. They say the university is 

going to be sold to another owner. We hope this one will understand more the faculty 
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requirements. The current management are looking for the financial side more than the 

academic side. They pay more attention to the financial side more than the academic side. It 

is financially oriented, not academically oriented. There is no balance. They swung towards 

more the management side. The management side now are more in control than the 

academic side. 

I: So you feel that the academic staff don’t have as much authority or say in 

where the university is going and how it is performing? 

R3: Yes, totally true. 

R3: Invest for the future. There are many things if you do it in the university, the 

university’s reputation will be better. Then their income for the future will be also more. Better 

reputation, more students and more profit. 

I4: Okay, so basically, I get that the environment of the institution plays a huge 

impact in terms of the degree of satisfaction.  Before I stop the recording, I’ll ask you 

one more question and then I’ll stop the recording and answer your question and 

what kinds of insights I got from other interviews.  If you would choose three words to 

describe XXXXX, what would they be? [Laughs] 

R4: Three words.  So, I’d say friendly, positive and I would say exciting as well. 

R6: I still see XXXXX as the best academic institution in Bahrain in terms of its research 

opportunities, equality of students, quality of teaching.  I really love my job and I love the 

place where I am in at the moment, the family and the employment culture.  As I said, yes, I 

think I’ll continue, especially that I have sometimes experienced working with other 

universities or government for example as a visiting lecturer; we have people coming in and 

out.  And by asking you get to know the benefits that you’re actually getting –  

I: The culture. 

R6: - yes, the culture – you get to appreciate it more, but if you compare it to other 

regional or international institutions, you still believe that XXXXX can do much more. 

R6: It gave me a lot; the opportunity to go and do my Masters and PhD in an international 

institute that shaped a lot my personality and my career and equipped me with a lot of 

research skills for sure, and just opened your eyes to a lot of other opportunities.  What it 

took from me is, as I said, the opportunity to practice what we preach, as we say, and it’s 

really hard to be with the market if you are not –  

R6: Vast, promising, but unorganised [laughter].   

R8: Regardless of what has been discussed, I find my organisation has a competitive 

advantage over the others. 

I: No other words to describe the institution? 

R8: Maybe strong. I feel it competes with other institutions relating to their findings and 

the outcomes from their education results. 

I: You sound like you are proud of being… 

R8: Yes, I am. Regardless of what I feel and what we discussed about psychological trust 

that I mentioned to you, still I feel very proud. That is why I make a full commitment to this 

institution. 



218 
 

Appendix 7: Combined Data 

Obligations:  

Obligations towards the Institution:  

R1: Besides the teaching role, we are expected to have an administrative role…we are expected to 

be active members in committees in the university besides being student advisers. These are the 

basic roles. There is teaching, there is administrative stuff that we are expected to be members of 

the course, to be actively conscious. 

R1: Some of the committees are mandatory because they are part, for example, of the quality 

assurance processes that employees must be part of. For example, if there are programme 

evaluations, programme reviews, if I am not mistaken, every two years. The quality assurance units 

are requirements and regulations which we must be acquainted with in order to comply with. We 

set the learning outcomes. Some of the committees are mandatory because we have to put the 

learning outcomes we recommend, for example, for the students. Some committees are voluntary 

like, for example, organising events for students. I haven’t been myself part of those optional 

committees because of the load of the teaching, but the mandatory ones you have no option but to 

be part of. 

R2: My first and foremost obligation is towards the students. It is to make sure that I transfer 

the knowledge objectively and to the best of my ability, but I believe your question was towards the 

institution. Towards the institution it is to maintain a professional relationship, fulfil all the 

obligations that have been set out to me in the contract between me and them, and continuously 

keep them informed and disclose all the relevant information associated with the teaching and 

learning experience. When it comes to my responsibilities towards the university, I am trying to 

(over speaking) 

R2: If I was a full time, I would be more contractually obligated to have research output, I would 

have a much larger number of students to advise, I would have also the obligation – not voluntary, 

the actual obligation – to be part of all the university events and activities. I would have to commit 

myself to longer hours at the university regardless if there are duties to be done or not. I am trying 

to think about what full timers do that I don’t. 

R2: Up to this point yes, because I have to balance both jobs. 

R3:      My ranking is professor. I am just a faculty member now, not having any position. I used to be 

the dean of the faculty of engineering for four years and before that in another college I used to be 

the dean of student affairs for another four years and I used to be the dean of administration for 

another four years. Every four years I changed position. 

R3: Of course teaching and learning is my core responsibility, but also I have many other 

obligations for the institution. I am currently the chairperson of the community engagement 

committee in the university and also I have some research I have to do, and I participate in other 

university activities. 

R3: You have to do course moderation, analysis. (over speaking) learning outcomes, do course 

review, course reports, do moderation for other faculty members, visit other faculty members 

although now we are online. 
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R3: Yes. Then you have to put together a portfolio. After you make all the analysis, you put 

everything in. Of course you have to prepare the exam, moderation of the exam and course 

moderation of the exam although  

R4: Okay, so the very basic ones are that my role as a faculty member is to teach, to deliver 

course material, to moderate other courses and ensure that they are of the right standard, to create 

and assist in creating and maintaining course material or new courses.  

R6: Relating to the programme, we have ad hoc committees; there are committees which are 

related to quality assurance, course content development and mapping to the NQF.  We have other 

committees relating to the material and website development or the digital type of application and 

workshop.  We have another committee at the university [laughter] equal opportunities committee 

–  

R7:      The responsibilities vary in each institution, but for my institution I am supposed to take the 

subject coordinatorship – mainly subject coordination. That is the extra role I am getting as a part 

time. In charge of the subject like that. 

R7: Yes. The terms are different for each university. Some universities instead of coordinators 

are using some other term, but it is leading the subject. 

R7: I am supposed to make the exams, I am supposed to monitor the course specification, then 

we have to collect all the assessments, we have to evaluate the assessments. Of course the exams 

we have to do. At the end of the course there is something called a portfolio we have to make which 

contains all these things. It is a summary of our subject, what we have done from the course specs to 

the results of the students. Everything will be filed in that. It is an output of the end of the trimester 

for each faculty. That is their output. 

R8: Beginning of course teaching is the major role. I teach diverse students. Also I am involved in 

my responsibility to correct their assignments and exams, and also have some activity sharing with 

my students, following students, support them with any different enquiries, encouraging them to 

read. We have e-libraries. Sometimes we have activities in the e-libraries. All the teaching 

responsibilities I handle, but I don’t get involved in writing questions for exams. It is coming ready 

from the department. It is something called GCC. GCC means the group course coordinators who 

have this responsibility. We have readymade exams from each GCC, which are the group course 

coordinators which are uniform, all the types of questions related to specific courses. 

R8: Yes, sometimes we are enrolled in committees such as exams monitoring committee or 

special needs committee or security and safety committee. There are lots of committees here and 

there based on the university requirements. 

R9       Yes, research is mentioned in the forms we fill. However, the publication of books is my 

personal desire. The research is required and is important.   

R10: So far those are the only responsibilities that I was assigned or am expected to do. Other 

than that, there is a lot of research. Being a part timer, I don’t think much is expected from the 

tutors. More responsibility is expected from the course coordinators who have to manage the part 

timers and the full time tutors that are underneath them. Whatever is asked of me, I submit. 
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Obligations towards the Student: 

R1: Being a member of the faculty, we are expected to be committed to the university on a 

regular basis through the academic year. The commitments include time spent on teaching, on 

advising students, on research – although limited time is available for research, as you know. That is 

how it goes in higher education institutions… Besides these roles, we are expected to be cooperative 

and efficient when it comes to meeting deadlines, to submitting grades, to providing students with 

feedback and comments 

R2:        When it comes to the students though, that is where the real responsibility lies because at 

the end of the day, they are the clients. As much as we try our best to fulfil our role, there are 

certain things that come to mind that are difficult to explain in words. What I am trying to say is the 

main responsibility is the transfer of knowledge objectively speaking from the curriculum itself to the 

students in the best manner possible, which may entail the use of multiple teaching methods, direct 

contact with the students… Things have changed recently with the pandemic, but that is pretty  

R3:       There is some student counselling. It is less now with online, but we are doing a tutorial 

session for one hour every day…Advising and tutorial. Tutorial and advising. 

I: If I would ask you which part of your job do you enjoy the most…? 

R3: It depends. Mainly the teaching all the subjects is really enjoyable, and also the research. 

When I do research, it is one I enjoy to do, but now it is okay. 

R4:     I  participate in advising students and mentoring students as well...  And then my obligation is 

to basically maintain a very solid relationship between myself and my students; that’s something 

that I focus on most, is to integrate that with some relationship between the students. 

R5: Basically, everything related to the course, that is the full responsibility [overspeaking] all 

the way from the beginning of the semester to the end of the semester; that is what is required from 

us.   

R4: Yes.  At the beginning, I would participate in ICT programme activity; that would include 

things like monitoring students how they’re progressing, looking at any possible changes for certain 

courses, but these numbers change from time to time; this is no longer my responsibility. 

R4: I would say it’s a, yes, definitely a 60/40, so 60% would be the teaching and course 

development, and then the 40% would be building a relationship with the stakeholders.  

R6: Our main role is to guide the students through this four-year programme, deliver quality 

teaching and content for Interior Design students, and expose them to the latest research and 

material the market that is and also try to link them to the profession, so we become facilitators, 

educators and also their main supporters to pass this journey. 

R6: We have to prepare lecture materials, we have to deliver the materials, we have to then 

assess the students’ learning, also of course preparing all the syllabuses.  There are things that come 

before the course, during and after it in terms of moderating the grades, preparing the examination, 

finding examiners, local examiners also external examiners if we have final graduation projects, and 

then also assessing the programme and the course from different perspectives, as I said, with 

professionals and other committees. 
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R8: Yes, tutors or assistant professors are responsible for supporting activities for students such 

as advising, supervising them, showing them the full plans for them during their study life and of 

course we open all the contacts such as emails, WhatsApp, any social media like Facebook. We have 

a system called… no need to name it. This is the major system that we have to contact the students 

through we have also. A lot of sources we have to have a closer relationship with the students for 

any enquiries or any types of activities. 

R7: Of course teaching and learning is my first responsibility.  

R10: I do a lot of background research. I do a lot of background reading because, for example, I 

never learnt behavioural factors in architecture and environmental behaviour in [place], but because 

it is part of the syllabus I had to learn a lot of theory so I can be prepared to teach the students. 

Because it is essay based, the whole course, and it is for fifth years so it is more complex, I have to 

do a lot of background reading. For my design courses I like to research a lot on each of my 

individual students’ interests and how they want to pursue that. This is very time consuming for a 

part time job. I myself thought it could have been something I could do on the side whilst I did my 

own thing where I had a full time job, but it wasn’t the case. It is very time consuming and you need 

to dedicate a lot of time to that, especially when it comes to paperwork for accreditation. It is so 

time-consuming. It has become much more efficient now that Covid has happened because 

everything is online and things are more streamlined with the new processes involved, but pre-Covid 

it was very time-consuming because you have to go to university, upload these things, print them 

out, have them signed and all that. 

 

Neoliberal Influences: 

Productivity and Administrative Orientation:   

R3: Now teaching is not only teaching, but there are a lot of responsibilities for quality 

assurance. Now we have to make a portfolio. We have to prepare many things. After you teach the 

students, you have to do a lot of admin related to the subject you are teaching. This work is taking a 

lot of time. I would say it is 60 per cent for teaching and other things and 40 per cent for admin. Not 

direct teaching, indirect. Something related to teaching, but indirect activities, quality assurance 

requirements. 

R5: - not just the course, there are additional requirements.  After the course is over, after 

you’ve done the final exam and the final submission, there’s a lot of admin work that you have to do 

like the course portfolio, the course assessments and the course submission; that is a lot of work 

that would require one to basically sit and compile all these files and all this data and all these 

calculations and so on.  It’s a lot of extra work.  I don’t know if a part-timer should be obliged to do 

that, yes, but a full-timer because that is their responsibility to do the educational part and the 

admin part.  But I think for a full-timer that’s a lot of extra work that in my opinion takes a lot of 

time. 

R5:     So, the whole Department is working in a very strict system.  I don’t know if they’ve gotten 

used to it, because every day there is a new challenge for them, and it is a massive responsibility in 

addition to the teaching.  That’s why it has made the teaching process and administration process 

quite big.  Teaching is one thing, and then we’ve got admin parts related to it which has put a big 

burden and responsibility on all of the members to make sure they’re fulfilling the requirements 

needed. 
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I: If you get the chance to give a recommendation to XXXXX in terms of how they relate to 

part-timers, what would it be? 

R5: [Laughs] Basically, I would say reduce the responsibility of the part-timers.  It is fine to give 

them the course as the syllabus, we have no objection on following the syllabus given to us from A-Z 

all the way to the end of the calendar.  Just remove the admin part at the end which is a very 

lengthy, tedious work which is compiling the course files and course portfolio and the submission of 

the course into the drives and all of these things.  Maybe the Course Coordinator can take those 

from us and he or she could submit on our behalf, because it is a big responsibility for us.  It would 

take days; sometimes we take one whole day… From the beginning of the semester we tend to 

organise ourselves, but still.  When they come to the list of submissions per course… Not only that, 

but if you’re grading an assignment, you have to have written notes for the student.  Now, we do 

that and we take it as part of Microsoft Teams or Blackboard when you submit the grading of the 

assignment.  And we’ve done that and we have no objection to it, but imagine at the end of the 

semester, and the course files again you have to [overspeaking –  

I: And you have to compile it [laughs]. 

R5: - all your comments [laughs].  Exactly.  I have to go back through all my records and all my 

correspondence with the student and have the links of every video they’ve made.  That’s a very 

lengthy process.  We did it last semester, and I can assure you it took more than a week to fulfil.  

And if you’re not doing it accurately, it’s not good; it wouldn’t look good in your name and your 

submission, it wouldn’t look good for your course or your Coordinator, and you have a responsibility 

to do so.  But this is a very tedious job, and they can really skip the part-timers from doing this, that’s 

the only thing I would request [laughs]. 

I: Going back and looking at the tasks that you have to deliver, to which extent or how 

would you describe the distribution between the time you spend on teaching matters and other 

matters like admin?  Is it a 50/50, 60/40?  How would you describe the distribution? 

R6: It’s 70/30. 70% Admin and 30% teaching…And if you want it with numbers I can get you the 

numbers and then the appraisal, there is no counting for teaching effectiveness except the students’ 

evaluation that you get at the end of the year.  And it is not counted in the overall appraisal –  

R9:      From the management perspective. Because my field of expertise is leadership and 

management, what makes me feel happy or unhappy is the management. The university President 

there was very autocratic, irritating and a liar…. I applied there for a teaching position. He asked me 

to do marketing for the university. Marketing is not my job, he killed me. He used to say that people 

know me. I told him I was well known in Riyadh because I used to have poetry nights and 

participated in local celebrations, in Riyadh yes, but not in the Eastern Province. He put me under 

pressure to take the brochures and the promotional materials to people. This is not my job. 

R10: Being in [university], it is quite secluded sometimes. Maybe it is difficult for full timers to 

look outside and look elsewhere. Then of course there is the issue when it comes to accreditation. 

Americans come and accredit the course. There is a lot of difficulty with regard to that, how our 

school can transform itself. Part timers inject a fresher perspective. Of course there are only so many 

full time employees the department can take so part timers fill that gap. 

R1:      The Higher Education Council and the QAA, there is much more overlap in what they do. This 

can hugely affect the overload of employees today because we pay admin work. 
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R1: Yes, five sessions, but because we were master’s holders we were told that we cannot have 

five classes. We cannot teach all levels. I was at that time teaching only finance 201, which was the 

introductory course for finance. The other time was allocated here to the administrative tasks that I 

had to do for the university. This is where we master’s holders were bombarded with administrative 

work. That was mandatory because the notion of you have to make your salary so you have to be 

worthy of it… The majority of the time that we had left on our hands was allocated to administrative 

work at that point. 

R7: Yes. At the end of the trimester every faculty has some specific outputs, but that is personal. 

Basically some kind of assessment or certificates we have. Those faculty submissions, it is personal 

faculty files like our certificates, our achievements, research publications or any seminars we 

attended. If you are in charge of a course then of course we have a course portfolio so we have two. 

One is a faculty portfolio and one is a course portfolio. 

Performativity: 

R2: You can say that to a certain extent except for the restrictions that are implemented by the 

Higher Education Council when it comes to assessment methods. At the end of the day, we can 

teach and use a variety of teaching methods to transfer the knowledge to the students, but when it 

comes to assessing them there are certain guidelines we have to abide by and they are directly 

linked to the Higher Education Council’s recommendations. 

I: And the BQA as well – the Bahrain Quality Assurance Authority. 

R2: Correct, and external organisations. 

R5: Oh, it has put everyone on their toes, at the edge, to make sure they are fulfilling things to 

the best way possible.  They have improved their teaching, they have improved their communication 

with the students, and of course their submissions and so on have become very accurate and 

detailed.  And we see that from the course coordinator of how determined they are and how 

accurate they are with the requirements they give us to fulfil the course and the requirement they 

ask us to submit at the end of the course, which shows that they need everything to be very 

professionally systematic, because at the end of the day, all these get submitted and evaluated.   

I: All the members including part-timers? 

R5: Including part-timers, because yes, we still have this obligation as well to fulfil. 

R10: They do so much work for accreditation. Okay, that creates opportunities for improvement, 

but the improvements are such little baby steps. The department I work in should have their own 

vision rather than being dictated as to how you should improve and how much improvement you 

should make because that in itself is very limiting. It should be less formalised, the structure like all 

architecture schools outside [place]. In [place] it is less structured and the outcome, that informality 

or the discourse that happens in those institutions is so much more evident in the student work. 

R5: You see, it’s a totally different system than it was back then in 2005.  The university did not 

have as much obligations as they do now.  Before, it was a lot easier; it was just teach your course, 

put the grading, put it on the system, that’s it, the course is over.  We did not have course reports 

and all of these things that we had to prepare.  Now, because of the Department having the quality 

assurance and the NAB and the certifications and so on, there are a lot of requirements that need to 

be fulfilled every semester, not just for the students but even for the teachers.  And that’s additional 

work, so when it comes to comparing to as a full-timer back then and a part-timer now, I would think 



224 
 

the part-timer now is almost similar to the full-timer back then.  Because I know that the full-timers 

now are doing three times more the tasks that part-timers are doing. 

I: Why do you think this is the case? Your voice as a faculty member was not heard as much 

as a single student. 

R1: It was a critical time for us to complain because there was a lot of quality assurance work 

going on so the university waited for the quality assurance first. 

R1:         I know today when it comes to accreditation, universities are evaluated not on the output of 

how much teaching you do but on how much research output you make. I know the graduate 

attributes and destinations are also a key evaluating point for universities, but research is a key 

factor that distinguishes universities nowadays. I am not sure if that is possible, but allocating more 

time to research is one recommendation. Another recommendation is: invest in the employees’ 

wellbeing. We need to study to see what factors affect the wellbeing of faculty members before we 

suggest that. Amending regulations and policies when it comes to the load.  

I: Do you recall an incident that had a significant impact on your relationship with the 

institution, a day that you don’t forget in your relationship with the XXXXX? 

R3: The most important thing now for any college is to satisfy quality assurance requirements. 

When I took over the two programmes in the college of engineering, both of them did not pass the 

quality assurance. When I took over, we were able to pass on both of them. We got a very 

satisfactory result. Before it was not satisfactory. The most important thing for the college at that 

time because… By the way, if you don’t earn a satisfactory result from the QAA, they will close the 

programme. 

I: BQA does not have power to close the programme, but the Higher Education Council does. 

R3: The HEC will act directly on that. They will take a decision. If you fail, that’s it. (over 

speaking) XXXX University, they closed the programme because we did not get a…Satisfactory 

evaluation and the programme was in college. 

R3: Also they closed electronics in 2010 because they did not get it. 2014. After they visited us, 

we got the programme reopened and we passed. 

I: By the end of the semester, how do faculty members reflect on what went well and what 

didn’t go well?  Do you have a mechanism? 

R6: Yes, we have an Excel sheet where we map our course achievements to the programme 

achievements.  And in that sheet – I can send you it’s form if you wish – there is a part where the 

faculty member tries to reflect back on his own course, or the Course Coordinator reflects back on 

the course, and puts some recommendations.  But honestly speaking, nobody else views this sheet; 

it is there as a submission by the Course Portfolio Committee; the Course Portfolio Committee is 

responsible about collecting all this data and sending it back to the quality assurance -   

I: For quality assurance purposes. 

R6: But I do think that the Quality Assurance office actually audit and monitor the feedback that 

is written there.  In terms of Programme Coordinator’s level, we get to reflect on our courses, we try 

to gather what went right and what went wrong and what can we do better next semester.  We put 

that into a folder for the next person teaching the course to benefit from the comments.  But again, 

it’s not an obligation.   
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I: And they didn’t allow you to make that decision for yourself? 

R8: Yes. (over speaking) not in Bahrain, the Arab countries. We have uniform procedures, exams, 

assessment tools. This is a very good system. We have good and strong assessment tools. 

R8: This is very important. Every semester, we connect with the GCC – the group course 

coordinators. We have some supportive activities, for example sometimes she sends assessment 

tools and if there are enhancements or additional questions we can share it together or some 

suggestions. We share these types of information. As well as she shares with us, we have external 

examiners from the UK because our programme is from the UK also so the students have two 

certificates from each branch – the university side and the UK, the mother of this university. 

Sometimes she shares with us external observations related to each or specific modules that are 

being delivered in our university. Sometimes we will give feedback to the external examiners as well.  

I: You basically answered the question. My question was: do you feel that your job or what 

is required from you is clear? 

Tangible Expectations: 

Hygiene Factors: 

Pay: 

R2:   The contractual obligation between me and them stipulates that they have to pay me so I 

expect that cheque! They pay after the semester is done. 

R4: Well, I mean the obvious answer [laughs] would be my monthly pay check, but other than 

that I do not really expect anything in return.  It is my job, at the end of the day, so I’m not entirely 

sure if this answers your question, or maybe I’m [overspeaking]. 

R5: Yes, 10 or 15% of what we get paid in comparison with full-timers per month, if you 

calculate it, I think, if I’m not mistaken.  But I’m looking at it from a different perspective, I’m looking 

at it to build up my future.  But still, at the end of the day, you want to make money every time you 

work.  We have come to a time in life that every second counts, and if you’re not making money in 

those seconds, you’re wasting your time.  We have lived in an era in which the world is running and 

we have to run with it.  This is how I learned in my practice, the practical work, and every 

opportunity is a challenge and every opportunity to generate money, and if that project is not going 

to give you the sort of income, then move on to the next one.  So, same thing for the university; it is 

not generating the right income for me, but because I’m looking at it from a different perspective, 

how I’m going to be enriching my own knowledge, I’m benefitting from this myself.  And if I’m 

planning on having a different direction in my future, if I’m pursuing more a higher education career, 

then maybe I would need to take this compromise from getting paid to get something better at the 

end.  I’m looking at it that way. 

R7: Salary can be more. 

I: Do you feel the rate is not… 

R7: Yes, because I know the rate of other universities. Compared to that, this is less. (over 

speaking) Other than that it is appreciation. They can appreciate or motivate the faculty in many 

other ways. It is not only salary. My experience is that and I have seen many things so I think that is 

the main thing. I don’t want to give you much things because it is never-ending, but that is the truth. 

At least one certificate or one word. That makes a big difference to people. 
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R5: When it comes to expectations, there are multiple ways of expectation.  Expectations from a 

monetary perspective is very low because for a part-timer, the amount that you would get is very 

minimal compared to the full-timer.   

R7: Salary, of course! [laughs] If we get it, we will be happy. Of course more than salary, 

appreciation or a good word from them. For me that is important. When they give appreciation in 

terms of just a word, that is better than anything else. In return I am expecting that they should call 

me every trimester and give me a good time. 

R10: In terms of the department, it is quite organised, but when it comes to having discussions or 

clarification it becomes a bit difficult. With regard to the actual university, it is so disorganised. For 

example, because these questions are based on HR, when it comes to salary there are so many 

delays – two or three months’ delay for me to receive my salary, which isn’t even that huge being a 

public institution. Not only that, but following it up is so bureaucratic. I would have to go to the 

university campus in [place]. I have to go to personnel, then to finance. It is difficult to follow things 

up even with regard to my full time application. I can’t even follow it up any more because now it is 

with the Civil Service Bureau. When I ask the head of department about my application status, even 

she doesn’t know herself because it is not any more in her hands. It is with the civil bureau. This is to 

do with [university] being a public university. Those are the things I find impractical. 

Equipment and Resources: 

I: Looking at promises, since you joined XXXXX were you given promises? What promises 

were you given? 

R1: I don’t know. I don’t remember because I signed that in 2013. Usually people when they sign 

contracts, especially me… When it comes to me I am very, ‘Okay, let’s sign this and go.’ The only 

promise was to have this new building that we have been hearing about since 2013. We were 

supposed to have this big building with big offices. We are currently in XXXX, which is a commercial 

complex. It is not suitable at all. We are in tiny offices. I am looking forward to this new building 

although it will be far away from Muharraq where I am living. Having your own office with your own 

things like BIBF… [laughs] That was the only promise for everyone, not just for me. 

R: I know. I didn’t see your office there so I am comparing the offices… 

I: The American University of Bahrain establishing another new university in Bahrain. The 

office, the space – how important is it to you? 

R1: For someone who spends more than eight hours in an office without windows… Light is very 

important for me (over speaking) I am living in a small studio, but if it wasn’t for (over speaking) so 

when I decided to move into this studio I was like, oh my god, how am I going to cope? But the 

person who arranged this accommodation was kind enough to offer me this view, otherwise I would 

have gone. We were working in this small cubicle space where me and another three were living 

with lots of storage going on behind us. It was a disaster. I used to call it “the stable” [laughs] There 

would not be any ventilation, no windows, nothing. It is really important. I used to suffer from 

trouble breathing and that I stay in the office for long hours so I had to go downstairs. You know how 

people think of you when you go downstairs and take a walk. ‘She is not working. You are walking. 

Are you taking a break? You are not on your computer.’ That is the mentality. Space for me is really 

important. 

I: During the six years of relationship, were there any promises that were broken – not kept, 

not honoured – in your relationship with the institution? 
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R3: After that I was looking for more authority and more resources. If you need a university 

faculty member, you need also to give support to them. They need resources. I didn’t have enough 

resources. I don’t know if you call this promises. (over speaking) 

I: Before taking the deanship position, for example, were you promised resources and 

authority that you didn’t get or you were not made any promises? 

R3: When I became a dean, I asked for the resources and they said, ‘Yes, you will get it.’ At the 

beginning I was getting it. 

I: What happened in year 3? For three years things were working fine. What was the 

significant thing that happened after three years? 

R3: There is a lot of cuts. For example, the first three years 5-6 faculty members participated in 

conferences. In the fourth year maybe only one. 

I: Was it due to change in management? What kind of change happened? 

R: It was in the management mentality. [laughs] 

Reasonable Teaching Load: 

R1:         The main problem is the mismatch of expectations. The university is expecting me to teach, 

to allocate the time to my students, to also produce publications. Given the limited time there is an 

overload of teaching. These are all expectations. In return, I am expecting to see what salary you can 

provide me and what opportunities for growth. 

R1: I know there is a more wide problem with them. I would suggest to reduce the load of 

teaching for the faculty members in order for them to have more time on hand to do the research. 

R3: I think the others take, for example, more load than allowed. There is extra load.  

R6:        there are smaller development courses that are circulated yearly, for example BIPA is 

offering a course or something.  But we don’t get to be involved in it because of either our teaching 

loads or the short nomination time.  

R8:       We adjust and balance our schedules every semester to have morning and evening classes 

based on the distribution of our overload. Each tutors have overloads such as 12 hours 

(interference) to be assigned to each tutor. 

 

Enabling Factors: 

Need for Growth and Development:  

R5:       There is never ‘good enough’ for any person; you can always improve yourself and be better 

when it comes to presenting, and especially being a public spokesperson as well, that has made me 

more confident to speaking out in public.  And because of me going back to university, it occurred to 

me to be involved in symposiums and talks and so on that came along the way in the past year.  

What do I expect from the university?  They are appreciating the work that I’m doing, and it has put 

me in a good position with the Department, with the faculty members, and that’s basically it.  I think 

it’s a win-win situation for both; they’re appreciating the fact that I’m taking these courses and they 

have a lack of faculty members, and I’m appreciating having these and educating myself with this. 
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R5: When they were discussing with me the opportunity, they did mention that “If you are to go 

for your PhD, have you thought of a research topic?”  And I told them “At this stage, no I have not.”  

So, there was an implication that okay, if a position is going to come, they do have a plan that there’s 

going to be a PhD with it, which encouraged me more.   

R5: I had a chat with the Dean, to be honest.  This was a very casual chat, and as I was talking 

about the practice and everything, I did mention that pursuing my PhD is something that I’ve always 

wanted to do.  Back in 2005 when I left the university, I was not ready to do my PhD because I 

realised I would be then just full-time academic.  And if I, in the middle of my studies, now go and do 

three or four years of PhD and then come back again, I would be to continue about eight years at the 

university.  This would not give me that room that I need to go and enrich my professional 

experience, so that’s when I thought “You know what?  Let me go and enrich my knowledge in the 

practical world.”  And now that I think I have reached the level of good experience of the practical 

market with a handful of projects that I’ve completed, going back now and doing a PhD would be in 

a topic that would add value to the experience that I have done, and of course support the students 

to make them more ready with whatever knowledge I would have and give them back.  So, this is 

how I’ve looked at it throughout the years, and that’s why if an opportunity comes to me that the 

university wants to take me as a full-timer and offer me a PhD opportunity, I wouldn’t hesitate 

because I think now would be the right time for me to take a turn in career because I have done the 

prerequisites needed for me to be able to do a proper PhD that was very much related to my 

practice, so professional experience and the teaching as well. 

R5: It’s more of an expectation.  I would want to go to teach, but I still want that teaching 

process to have a bigger future and not to be very flat in terms of the position.  If there’s going to be 

a promise in which “Yes, you’re going to be a member as a full-time member and there is a promise 

to go and further pursue your education to a PhD,” this means yes, whatever point I would get with 

the university, it will not stop, rather it would have a further step up the ladder.  And this is what I 

have been doing for the past 20 years in my career; I’ve been stepping up the ladder and I don’t 

want to stop.  I think I’m still young to stop. 

I: Of course [laughs]. 

R5: I still have room to pursue my career.  I respect those who do a PhD at a young age, but I’m 

going to do my PhD in my forties; why not?  It’s never too late to do a PhD. 

R6: And the delay is frustrating, and I am speaking up on the point of younger researchers as 

well.  The other thing, when it comes to development, except the CPD and PickUp, there are smaller 

development courses that are circulated yearly, for example BIPA is offering a course or something.  

But we don’t get to be involved in it because of either our teaching loads or the short nomination 

time, and I would give you an example where I once sent an email to my Head of Department to be 

nominated for a course, and she refused because her excuse was “You have a lot of NQF work to do 

which will not allow you time to attend such courses.”  And the NQF was due in September, and this 

course was due in June, so on what basis was the excuse?  So, I think –  

I: Although you were sponsored by the institution for both your Masters degree and the 

PhD. 

R6: You would take that into consideration, or –  
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I: But this is interesting, because this is interesting, and I already know this [laughs] because 

I know you and [overspeaking] you’ve been sponsored by the institution for your Masters degree 

and PhD degree, so I find it interesting that you don’t think that there are enough development.  

How long has it been since you completed your degree? 

R: Five years. 

I: Five years, that’s why, this explains that, okay.   

R6: Five years [overspeaking] 

I: So, after those five years, what other opportunities for development did you get? 

R6: [Overspeaking] – and the people now are lost in the loop.  And since my return, no-one else 

was sent. 

R10: When it comes to career, I took teaching initially because I had to leave [place]. I had some 

issues with my family and I didn’t want to be idle. I wanted to keep improving myself in the field that 

I want to continue being a part of in future so I decided to teach. Can you repeat the question? 

R10: Yes, it took away from my own career development and the speed at which I could jump up 

in ranks if I were to have worked elsewhere. 

I : As a part time faculty, do you get opportunities for development and training? 

R7: Chances are less. We have to do it ourselves. From the university side, chances are less. 

R4: [Pause] I don’t think there’s anything that comes to mind.  I do expect support in terms of 

my own development, personal development in terms of perhaps persuing… and my progress in a 

Masters or PhD, so support me in that.  And that is something that they do support their staff with, 

but because of financial issues at the moment this is on hold.  So, for the time being, yes, that is 

basically what I expect. 

R4: 4.5 years’ worth of memories.  Significant impact. [Pause] I mean, the past [laughs] 4.5 years 

are full of nice memories, positive memories, but I think what might have altered the relationship 

would probably be the moment… All Assistant Tutors were supposed to get the promotion, but that 

did not go through; I suppose that was the one moment that just gave me a little ‘hmm’ moment.  

Other than that, I can’t really think of one; they’re full of positives, but this one negative 

overshadows in terms of having a large impact. 

R4: I would say just support for Assistant Tutors to further develop their knowledge and pursue 

more certifications, sponsor them for their Masters/PhD’s, things like these.  But I would say perhaps 

they should put more emphasis or focus on making sure they get this tool first, because we’re 

working towards Bahrainisation, and not being able to support having the Assistant Tutors.  But if it’s 

the purpose of the whole organisation process, so I would say if there’s more focus on that and this 

is given priority, that would be great [laughs].  But other than that, more recommendations, there is 

nothing else that I can think of. 

R1: Once we are back, we are expected as researchers to do more publications. For that to 

happen, XXXXX has been doing great work when it comes to… In order to make publications, we as 

faculty have the responsibility to look: where are the opportunities to learn more? I have to be 

acquainted with new publications in my area of interest. XXXXX at the same time has a responsibility 

to make sure there is the financial assistance, the funding necessary for us to attend conferences, to 

attend seminars and workshops around these new areas of interest. This is how I see myself when I 
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come back to Bahrain. Many people have told me who have studied abroad and came back to 

Bahrain, whether at PhD or master’s level, that they have been faced with a cultural shock. You are 

in an environment that encourages learning, publication, research and sharing knowledge and you 

come to an environment which is shaped… I think it is in the culture of things because I have heard 

people talking in my interviews from my research that people especially where I come from have 

this cultural issue of sharing knowledge. It is really difficult to get people to co-write or co-publish. 

This is one of the things XXXXX has been trying to promote. They have been always telling us, ‘Why 

doesn’t the department of finance work with the department of accounting? Why don’t you publish 

a study or do something together?’ When I remember the time with my previous head of 

department, she was like, ‘No, we will not share anything.’ There is too much secrecy in the 

relationship. I believe there is an organisational secrecy going on. This is one of the barriers to 

sharing knowledge and to publish together. I think I have deviated a lot from your question. 

Need for Administrative Support: 

R2: Yes, when it comes to support administrative factors are associated with organising my 

timetable, organising my exam schedule, also support when it comes to informing me about the 

student situation such as students at risk, students on probation. I need to know about these things 

so I can act upon it. I need support from them, even simple support when it comes to the availability 

of classes, the technology that we use within the classes, even simple stationery. You expect as a 

teacher that the university would provide all these aspects. 

I: How satisfied are you with this support – those little things that you need in order to do 

your job properly? 

R2: Highly satisfied. They have never wavered in their support. Whenever you ask for anything, 

even if it is something they have not provided before, they look into it and more likely than not they 

would provide it. A point has to be stressed on the IT department in our university, which have 

worked so well to allow us to adapt to the new situation – online teaching after the Covid-19 

pandemic. Many universities struggled, from my knowledge and connections. If you allow me to say 

since this is such a subjective topic, the older generation have really struggled to transfer their… 

Don’t get me wrong. Some of the learning experience by students might have been compromised 

slightly because of the lack of physical interaction not just with the teacher but amongst themselves. 

They work in groups and visit libraries and do all those sorts of things. Our IT department and the 

support they have provided us during the pandemic has been nothing short of great. 

Industry Engagement:  

R5: I’m an architect and interior designer.  I started my firm back in 2007.  Now, before that I 

was a full-timer at the university; I taught at the university for about four or five years, I even went 

and did my Masters in Architecture Theory and Design.  And then I came to a point in which I 

realised I want to get into the practical world, to know exactly how the design works, how the 

financials work, and how meeting with the clients works as well.  And this is when I resigned from 

the university because I felt that I had a lack in terms of my experience.  Because from graduating 

from the Architecture School in Bahrain, I immediately joined the university; it was very academic 

for me.  I wanted to get into practical work, and I did, from 2007 I opened my firm and it’s a licensed 

architectural firm, we do a lot of architecture and interior design projects.  And it had been going 

well for the past ten years plus.  This year of course, my wife is a full-timer at the university in the 

same department, and she came to me and said “We have a bit of a shortage, are you willing to 

teach a course in design?”  I was like “You know what?  I’ve got the team and a designer and I rate 
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them.  I wouldn’t mind sparing one course by giving a bit of time, because I love teaching.”  Even in 

my company, it’s more of a teaching/working environment.  We have employed a lot of the 

graduates, interns, and we’ve always trained them on how to become better architects and better 

interior designers.  We make them climb towards the professional ladder step by step, and many of 

them are now either having their own companies or they’re having higher positions in other 

companies, or they have actually gone back to the university and are teaching and even have their 

PhD and so on.  So, we take pride in that, and what we did our [loss of audio] /teacher.  That’s why I 

enjoy the teaching process.  So, when it came to then giving the extra courses, I never hesitated 

because I felt there was an interest from my side, and that’s fine. 

R6: You are not allowed to practice.  Maybe with a special request from the President you can 

practice within the university projects, but officially you cannot open your own office or do your own 

consultation.  So, this is a bit was a disadvantage at that point, but then when you are teaching your 

peers you love the profession itself because you also love the faculty who taught you and shaped 

your personality, so you would take it as a career.  

R7: Yes, of course. Especially in our computer science always we are developing otherwise it is 

really difficult. It is not only our institution. I am generally seeing our field, computer science, is like 

that. They have to update because every three years we used to update the curriculum. Curriculum 

change means new languages are coming or new software. We have to update otherwise it is really 

difficult so we need extra training. Either from the university side or for ourselves, we have to be 

updated especially in our field. 

Support for Research:  

R1: In the first few years there was not great difference because we were also allowed to teach 

level 300 and 400. I started as a part timer in the university for a semester or two, which I was able 

to teach advanced courses. Some of the students… I had really good reviews on my teaching. It was 

good, but how is it different? The PhD holders were expected to teach master’s classes, to supervise 

PhD students with Brunel university, they were expected to take more advisory roles. They are more 

prominent researchers, some of them. More time spent on research, supervising PhD holders and 

teaching master’s classes. That was the huge difference between us and them. 

R3: It depends on the priority for the institution, although most of the private universities don’t 

pay that much for research. In the previous university, there is more support on research issues. This 

is very important for faculty. You cannot be an associate professor unless you do research and 

publish your research. To publish, to do conferences, you really need support. 

R1: I know there is a more wide problem with them. I would suggest to reduce the load of 

teaching for the faculty members in order for them to have more time on hand to do the research. 

R6:     But we are expecting definitely a rise in research opportunities; the new President is highly 

emphasising our research and we’ve seen a lot of research labs being opened.   

Intangible Expectations:  

Acknowledgment:  

Need for Respect and Appreciation:  
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R2: Yes, I can deduct that. When you are talking about what I expect out of them, honestly  it is 

just respect and support when it comes to… 

R2: I expect respect, assistance and acknowledgement of work, to keep it short. I don’t expect 

anything else. I really don’t. 

I: How do you know that the university is respecting you? What are the signs of respect? 

R3: I don’t know how to answer this one, but if you feel really comfortable, if you request 

something they will say yes, they will not argue about other things. Possibly they will argue with 

other persons, but not with me because they know my qualification. If you request, for example, to 

publish a paper, they will support you. Plus sometimes I ask for special time abroad, they will give 

me the time I require. I don’t have extra load. They don’t give me extra load. Others possibly they 

do. What else? I don’t know. 

I: So you feel that you have a say in terms of the courses you teach and the workload that 

you teach? 

R3: Yes. You put it in the right words. 

I: To what extent do you feel that your expectations and the obligations you have are clear, 

there is no ambiguity around them, you feel that the university understand what you expect from 

the university and you understand what is expected from you? To what extent do you feel this 

relationship is clear? 

R4: As long as I’m able to teach Game Development [laughs] which is the main reason why I’m in 

the institution, my relationship would be just okay.  At the end of the day, as I said, I’m very satisfied 

with the way I’m treated there, it’s only the promotion part that is bugging me.  But other than that, 

I’m really satisfied with the place I’m at, and I don’t think there will be any turbulence in that 

relationship. 

R5: They have spoken to me regarding a full-time employment opportunity, which I am 

considering and I would be not turning down the opportunity if it comes.  And of course, this has 

occurred or this opportunity came into the picture taking into account because they’re appreciating 

the work that I have done in these two semesters.  So, if this becomes official, then I would be more 

than happy to consider it and acknowledge this opportunity -  

R6:        In terms of teaching, there is not much to be appreciated about, and there is no Best Teacher 

award or there is nothing like that in XXXXX.  But there are opportunities where you get appreciated 

when your students achieve something.  So for example, we have the graduation project exhibition 

which is something that is happening on a college level and the President assures to attend this 

ceremony.  And usually, the best graduation project of every department gets awarded, and 

sometimes it’s a money prize that goes to the students, but with it comes appreciation to his 

supervisor.  So, this I think is the only opportunity where you see the student and his supervisor 

being appreciated by the college. 

I: So, apart from ones actually happening, what kind of expectations do you have as an 

instructor or as a faculty member?  What are you looking for? 

R6: We are looking for more appreciation, whether our students have achieved something or 

not.  Sometimes, a student is not enough to represent the quality of the programme, so you want to 

highlight a lot of that and you want to be appreciated for your hard work, and expected to 

participate in outer organisations, being nominated for bigger responsibilities because you have the 
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capabilities to take those responsibilities.  I think those are my expectations, and yes, teaching, 

research capabilities. 

R7: Yes. (over speaking) If you don’t have any of these things, we are doing this much work and 

if we get one extra word, how much more they can expect from the employees. That difference 

comes naturally if they work from their heart. Those people who work, if they work really from their 

heart then I am sure a single word gives you miracles. 

R8: I expect a lot! Alhamdulillah, we have lots of things such as a good salary. The university 

make a commitment related to our social relations, our culture inside the organisation. They 

respond to our culture such as national day or any types of activities. We share this information 

together and the university respond to any types of events. We have the respect with all the deans 

and directors, especially the directors, but still we need more. 

R8: Yes, this is what I meant. We have this respect in our environment. Still we need some 

improvement, but we are okay. I don’t like to give any suggestions here related to our university, but 

we are looking for something more than what we have now. 

R7: More respect to the faculties or more facilities for the employees. That is the only thing I can 

say. I think everything is fine, but they can do better things for the employees. 

R:         I should be appreciated. 

I: How do you know that you are being appreciated or not? What are the signs of appreciation to 

you? 

R9: I would expect a thank you letter by the end of the academic year or a celebration identifying 

those who performed and were most productive. None of this happen…here if we are procustive or 

not, it doesn’t make a difference…I don’t know. If we are members in a committee or something of 

this sort we have to write it down. Every year before renewing our contracts we write all of our 

accomplishments and we write the same things every year. Recording our accomplishments is time 

consuming and the human side is neglected 

Performance and Feedback:  

I: Can you explain the evaluation system please? 

R7: It is different for full time and part time. For part time they are mainly focusing on the 

teaching. They will evaluate the teachers. There is a class evaluation system and there is an 

observation. That is a score, then there is a score from our students. The students used to evaluate 

the teacher. It is performance appraisal system. That is the name of the system. Performance 

appraisal system for teachers. It is calculated differently for full time and part time. Part time means 

mainly they are taking these two. One is the student side and one is the dean side they will observe. 

As a full time faculty, we have a lot of criteria. These two are there – observation from the officers as 

well as the students. Then we have to give our publication details, research details, then we have to 

attend seminars, workshops etc. These are some of the ways. 

I: So you feel that there is no difference between those who work and those who don’t? 

R9: Again, it depends on the Head of Department, because the Head of Department will 

communicate your achievements to the management.  

I: Then how is your performance evaluated as an employee? How do they evaluate your work? 
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R9: Firstly through student feedback…there is a questionnaire that students fill. However, 

unfortunately sometimes the students wouldn’t fill it because their English is not strong, especially 

the school principals, and the form is in English. Sometimes they say that they just choose a random 

number because they do not understand the statement. Secondly, my colleagues participate in my 

evaluation. 

I: Peer evaluation? 

R9: Yes, peer evaluation and the Head of Department.  

I: The Head of Department attends your classes?  

R9: Yes, he does.  

I: After attending your class, do you sit together and have a discussion? 

R9: Yes, but it depends on the Head of Department. Some Heads will just write a report and not sit 

for a discussion. They change… 

I: This means that the policy or the procedure itself is not fixed or clear…the Practice depends on the 

Head of Department…it is subject to interpretation. If there was a fixed procedure, the Head of 

Department will not matter that much as all heads have to follow the same procedure. 

I: What subjects have you been teaching, what courses? 

R10: In the first year or so, I was teaching the first design subject that each of these architecture 

students undertake. It is really important because that is the subject that really shapes the student’s 

way of thinking and approach in architectural design. Not only that, but application of theory and 

whatnot into their design work. That is what I did for the first year. I also taught drawing classes – 

how to draw architecturally, which is quite complex. Later on I think the department saw that I was 

able to take on older students. I think they feel it is better that I teach older students because the 

younger students coming straight from high school were not used to (over speaking) 

I: Do it yourself, being self-motivated. 

R10: Because it is design, the performance is evaluated when we have juries where the student 

work is examined by jury. 

I: But your performance as a faculty? 

R10: It is just reflected on student work at the end of the day. Not only that, but towards the end 

of term the students get to do some sort of course evaluation where they start evaluating how the 

course was taught to them. I don’t think that is enough. There should be more quality control in the 

beginning of the semester. 

I: (over speaking) is lacking? 

R10: When I was in university, we were taught in a less formal environment where you could see 

how other tutors are teaching their students. Not only that, but in [university] there is always 

somebody there at the beginning of the year to assess how things are being taught or how the 

course is being taught by that faculty member. 

I: Is it a peer system that you are referring to? 
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R10: Yes, probably, but we don’t have that in [university]. It is a bit strange because the course 

coordinator is the only one who answers your questions as a subordinate, not the person who is in 

charge of the whole architecture school – not the president, but the one who is designing the 

courses and approval, the committee – so it is quite difficult how I would be assessed. It was 

important for me to show how I teach my students because it is a bit strange or radical. I put a lot of 

my students’ work on my Instagram. My Instagram is completely dedicated to my work and my 

students’ work and architecture. It is not really a way to assess, but to show other tutors this is what 

I am teaching my students, this is their outcome because we don’t share. There isn’t sharing of 

student work, which happens in [place] for example. There are exhibitions which showcase student 

work, but there isn’t such a thing here. (over speaking) 

I: By the end of the semester probably you sign some papers, you submit some papers to the 

coordinator and you see the end of course evaluation that the students completed and that’s it? 

Nobody gives you any feedback? 

R10: No feedback. You have one or two sentences that the students have written, but nothing 

from the department. The only time I ever felt the course evaluations were important was when 

some students complained about how they felt I was giving them too much work and that reflected 

in the student evaluation. The only thing the department told me is, ‘We know you are doing your 

best and you are doing quite a good job, but there is a department of the university which reviews 

feedback, which takes it very seriously. If this doesn’t go up because they feel you are being too 

tough on them, the university might have to let you go.’ That was the only time I ever got – not even 

a formal assessment, but feedback from the university. 

R4: So, I do believe there’s a document that we’re asked to fill in on a yearly basis in terms of 

which areas do we wish to develop in.  We do self-assessments to decide – I think it’s called “Ada’a” 

or something where you do some self-assessment, we rate ourselves usually from 1-5 in terms of 

performance and things we feel like we need work on, and based on ratings and this self-assessment 

we decide what kind of training programme or course you need to take to further improve 

I: Evaluation of you as a [overspeaking].  Interesting.  And how do you feel about that? 

R6: I am frustrated, because no matter how much you put in the classwork or in the students’ 

development and follow up, if the student feels not happy, it will reflect badly on the evaluation and 

to a certain extent, some students don’t do the evaluation so all the work that you’ve been doing 

cannot be actually evaluated, so sometimes the evaluation is not true to a certain extent, so –  

I: It’s not valid, yes. 

R6: - it’s frustrating for the faculty members. 

I: So, let me get this right.  The quality of your teaching is evaluated based on a single 

measure which is the students’ feedback.  Do you do peer reviews or departmental reviews for 

teaching and learning? 

R6: It’s not an obligation to do that.  We do it only through the faculty development programme 

with CPD with peers, but it’s –  
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Need for Empowerment: 

R1: Because my situation has pretty much changed from being a master’s holder, perhaps XXXX 

can tell you more about that because he still hasn’t done his PhD and he is a part timer anyway. For 

me when I was still not doing my PhD, I felt there was a great imbalance. I did not have this power 

given by a PhD certificate that tells me I am equal to you. I always see myself lower, unfortunately, 

than them. I see myself not as qualified as they are so I let them control… 

R1: That is an interesting question. The story was that because she accomplished many of the 

jobs on a timely basis because of us, the soldiers, she got away from it. When we, the drones 

working under her, decided to talk to the founder of the university he was like, ‘Okay, I know about 

her behaviour, her short temper, but it is the quality assurance time and we need her to accomplish 

the job. Wait and we will see what we can do.’ After three years of suffering, one of my brilliant, 

brightest students was taught by her in one of the final courses. She was traumatised by the 

relationship with her and she was acting crazy with her in the class so she filed a complaint against 

her. It was then the university took action and tried to move her away. We were not trusted enough 

to listen to. The students’ wellbeing came at the expense of the employees’ wellbeing for all these 

years. 

I: I kind of like the fact that you said some Coordinators ask for suggestions and take your 

points on board, so my question here is to which extent do you feel that as a part-timer you have 

a voice and you have control over the way you teach your course? 

R5:     Some advisors or Coordinators would be very much welcoming the idea and be accepting this, 

others would say “No, we have been doing it for the past years [laughter] and we are doing it so 

successfully.”  Okay, but it doesn’t mean [laughs] I approve.  So, it’s like I’m forced to accept it, 

unfortunately.  I did come up with something similar to that in one of the courses in a subject that 

totally, again, it did not make sense.  But the Coordinator was very much insisting that we have done 

this before and it has successfully passed through the previous courses and allowed the students to 

be educated in that way.  Fine, but it was educating them in the wrong way, that professionally it 

does not support; that is where I have a concern because when you go into the actual practical 

world, this individual designer is not allowed to touch those lines.  This designer is not allowed to 

cross that line.  So, if you’re in education or teaching them something that is not acceptable in the 

practical world, this is where I have to come in and speak up.  But again, certain members were very 

much welcoming such ideas and accept, but others are not willing to accept it.  They’d always 

consider the hierarchy position, that they’re PhD holders, I’m a part-timer; they always say “Okay, 

we know teaching, you know practice, stick to that,” [laughter] [overspeaking].  But I get that sort of 

well, I made my point and I’ll leave it to them to decide.  I’m not the type that wants to create an 

argument; I’ll state my point in a very diplomatic way and I leave it to them to decide.  They might 

acknowledge this for the next semester or so on, if they did not it’s their call at the end of the day. 

I: And do you remember an instance when you made a suggestion, maybe to the course 

curriculum or the assessment, and your suggestion was reflected? 

R5: I was hoping the complete thing to be scrapped, which was impossible for the course 

otherwise the whole programme would have been totally changed [laughs] for that course if 

something was changed.  But I managed to persuade to reduce a lot of the other architecture 

related requirements that were not necessary in the course, which luckily, they have removed.  They 

did not remove it at the time when we discussed it, but as the course progressed, they came to 

remove those things and I was like “Okay, I guess they needed time to understand and digest and 
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see how the students are reacting to the work, and the Coordinator made the decision.”  And I’m 

glad that they decided to do it that way.  So, I would say 50% it was accepted, yes. 

I: Okay, 50%.  To which extent do you feel that there is room for you to participate in 

Departmental Meetings and maybe forums where discussions about the curriculum and the design 

of the courses are discussed.  Do you get the chance to –  

R5: Oh, we’re not involved in any of these Departmental Meetings or Programme Committee 

Meetings or course Organisation Committee Meetings and so on.  We are basically as part-timers 

given the course and then “Now go and meet with your Coordinator, and the Coordinator will give 

you a brief about the course itself.”   

I: And how do you feel about that? [Laughs] 

R5: As a part-timer, I would say fine, I don’t need to be involved in that at this stage.  As a full-

timer, yes, I would need to definitely be involved.  I think as a part-timer, being involved in 

Departmental Meetings and everything would mean you being really involved in a lot of the 

administration work and so on, because as part-timers, we do not have the luxury of giving 100% to 

the university courses; we still have our other jobs to attend to.  So, I don’t think of it negatively, but 

I would think at this stage as a part-timer, it’s a blessing that we’re not involved in those things. 

R6: I was not allowed to do that for myself, because the nomination needs to be from the Head 

of Department.  You can ask to be nominated, but the actual person who will nominate is the Head 

of Department. 

R6: For a long time what’s happened is everyone is frustrated but they cannot express their 

feelings or anger, or even sometimes positive points of view.  So, if you have a 360 –  

I: You give people a channel to vent, yes. 

R6: Exactly.  And your voices would be heard, so if it’s not implemented but at least heard, and I 

think that’s a very good point. 

I: Do you get to choose your subjects and the timings? 

R7: Yes, mostly. We can choose it. 

I: So there is some flexibility in terms of saying, ‘I don’t like this course, I don’t want to teach 

it. I prefer this course and this is the time that I am available at.’ 

R7: Yes, we can say that. Some problems are there, but still we can specify. The thing is that in 

computer science especially subjects, every trimester it all depends on the students’ enrolment and 

what courses they offer. That affects us. Only offering courses we can take. We have to register the 

courses so that restriction we have. It is a drawback. (interference) we can choose so we have a 

choice. 

R7: Yes. We are supposed to attend meetings, but there are exceptions because as part time 

faculty we are there only for a restricted time. That is flexible. Whether we attend or not, they 

inform us of everything, but if you can attend they are happy. That flexibility they are giving. (over 

speaking) part time we wish to attend only that specific time. 

I: How can you raise this here? How can you make them take action?  
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R9: Well, I write in the newspapers and I have a very long experience. Look at this photo on the wall 

of the child in traditional custom. This child is American, I taught him write his name in Arabic in the 

USA. Back in the USA I used to develop my own units and teach them. I loved teaching new things.  

I: What subjects do you teach? 

R9: At the moment I teach Assessment of Education, before that I used to teach in the Educational 

Leadership Programme (ELP), but unfortunately, I also was shocked to find myself out of the 

programme. Considering that my expertise is in leadership, I should stay in the programme. I was 

surprised to be assigned to other courses. For example the Practical Internship course which I don’t 

mind, but I should continue teaching in the ELP.  

I: So how are courses assigned at the beginning of the term? 

R9: They ask us, but they don’t necessarily give us the courses that we ask for. I asked either for 

leadership or classroom management as they fall within my expertise, but they assigned the 

Assessment course to me instead. I don’t mind the Assessment course, but I am not happy with it.  

R9: No, it is not because I am a part-time faculty. It is a decision that is made by the Department 

Head.  

R10: Yes, if you know the right person to suggest to, but they will be some sort of speaker for you 

because you are a part timer. You can definitely approach the chairwoman on certain suggestions 

and that is highly encouraged, but with the current situation with Covid that is difficult. That is my 

answer to that. 

R7: Yes. I will tell you something. Now everybody is asking for PhD faculty. I respect that 

position, I also respect that education. Each and every qualification, every additional degree we have 

is something to be respected. It is a very powerful thing, but for me if you are a person who is very 

innovative and creative and eager to know something else and you have specific teaching skills, I 

don’t think you need a PhD to teach. 

I: But you have watched other people go through the same process so you feel that it was 

expected, the renewal of the contract. 

R7: Personally there is nothing like that, but when something happened to me it happened to 

others as well. It is not individual feelings. 

R10: He answered ambiguously because he trusted me. I didn’t have any agenda, I just like to see 

my students improve so much. It was a way for me to create an extension of what was happening in 

[place] here where the work is outstanding. Students in [place] have that potential undoubtedly. It is 

just a mistake in birth that you aren’t able to study abroad. What happened was the course 

coordinator who had the design module made a huge issue. They interviewed my students without 

me. They told me not to come to the class. They made some inquisition. I don’t mind that 

happening. That is completely the university’s right, but what I felt so unprofessional was they were 

telling my students, ‘This is not what you are meant to be taught. You are not meant to be doing 

this. This looks like some of his other students’ work last term.’ The students themselves felt like I 

didn’t have credibility any more as a tutor and they lost confidence in me. That is what really 

affected me. I even confronted the teacher who said that to my students. I said, ‘I don’t mind you 

interviewing my students. That is absolutely your right, but being so unprofessional to the point that 

you have to say these things to discredit me indirectly as an educator to these students who rely so 
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much on because design is a studio and I am their studio master – it is like running a firm and these 

students do the work based on your expectations – that was quite unforgettable.’ 

I: Is there a grievance procedure for part time faculty? 

R10: They take the students’ complaints into account. 

I: But if you are not happy about things? 

R10: There is nothing I can do. I learnt to swallow it because what I gain out of teaching there is 

so much more for myself, developing myself. Even if I were to make a career change I have learnt so 

much from the university now – managing students, delegating, public speaking – that would be very 

beneficial to any career change if I do make one in future. That outweighs these little incidents 

which seem quite shocking to you. It was for me as well, but it is politics and things come and go. 

That is why they assigned me to older students. 

R3:         It is mainly respect for me. It is mainly based on respect. They want me to be a VP because 

they know my current ability, my ability to work, but I said no. If you want me to be a VP, I want 

more authority and more say. For the current, I am a faculty member. That is okay with me. I 

resigned from the deanship because I wanted more authority. When I didn’t get the authority, when 

I felt my expectation is higher than they can afford me, I resigned. 

Expression of Academic and Professional Opinion: 

R5: When I think certain things do not make sense, either from a professional perspective or the 

load that is given to the students, this is where I give in my suggestions.  In certain courses, let’s say 

if it’s an Interior Design course and the Coordinators have decided to bring in a bit of architecture 

influence in that course, this is where I try to – and I know that there’s always a complete solid line 

between architecture and interior design.  Now, architects can do interior design but interior 

designers cannot do architecture because that’s a totally different field.  Now, if an interior design 

course is trying to introduce in architecture which might confuse the students, this is where in a very 

diplomatic way I would bring in my professional background and try to inform the Coordinator that 

“Okay, with all respect, you bring in a bit of architecture, but can we limit it to this much percent to 

make sure that it does not confuse the students of knowing whether they’re going to be interior 

designers or going to be interior design with an architectural background?”   

R10: It was so rigid because they have so many modules. You have a module system which 

doesn’t even make that sense. In [place], because architecture is different from other courses, it is 

not a theoretical course. It is more practical. You have workshops, you have design studios which 

take up most of your time. When I was in [place] I used to go to university from 9:30 in the morning 

and leave at 10:30 in the evening literally just drawing and designing, but at [university] they have 11 

classes per student. Design itself is worth the most credit units, but they are very limited as to how 

much time they should spend on it because of the other responsibilities that are required of them to 

attend to. In my opinion that is very rigid. In [place] we just had three subjects: history of 

architecture, technical and design. Whatever we learned through our own research, we applied to 

our own design work. That itself was a huge learning curve. Everything in [university] is spoon fed. 

They learn things which don’t really need to be learned. The most important is to stimulate creativity 

and for you to question yourself and your own design or your own creative thinking and decisions, 

which I try to do with my students. Some of my course coordinators in the past have found that 

disruptive. I was actually told to stick to the syllabus, which I do. They give you a syllabus. I find a 
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little leeway in it to make sure the students have their own way of injecting their own creativity 

based on research, which [university] doesn’t do for architecture. They don’t do research that much. 

R9: Yes. In relation to students, they really drive me crazy when they go and teach at schools in 

Arabic. They make grammatical mistakes, because they study in English and then go teach at public 

schools in Arabic. I don’t deduct their marks for making such mistakes when they teach at schools, 

because I feel that it is not their fault. One of my colleagues say that she takes those mistakes into 

account when evaluating the practical internships at schools. They learn everything in English and 

then go and teach in Arabic. The children at school are like parrots they repeat after the teacher who 

is making grammatical mistakes. This is not acceptable… I spoke to the Dean about this multiple 

times…we should teach them the Arabic Language or at least the basics in Arabic. 

R9: I once saw Shaikh XXXX and I told him that we should change the first-grade curriculum. Some of 

the students who come to grade one have spent three years in pre-school or KG, some of them 

spend two years, some spend one year and some don’t go to pre-school. Those who didn’t go to pre-

school never saw a white board, we have to give them a different book. Others come knowing the 

book because they have taken it already. The Shaikh liked my idea, but he said that it needs a big 

budget. Even in terms of the books that we teach here, there are examples that are not applicable to 

our culture. A father opening the fridge and drank bear, or a schoolteacher going to class 

drunk…those examples are not applicable to our culture. We should contextualise the concepts and 

make them suitable to our society and culture. Our Arabic and Islamic culture is different. Our 

schools are different and our resources are different. All of this should be taken into account… 

R9:     The teaching and learning strategy is not clear here…we teach in English and they used to ask 

that we should be bilingual. I used to teach school principals who complained about this…I used to 

feel sorry for them and feel that they should learn something from the program. I used to translate 

the whole curriculum to them. I always publish my books in Arabic to support the courses I teach. I 

wrote a book in relation to the 360 degrees evaluation course so that they can read it. I translate my 

lectures as well. Now they changed the program and made it in Arabic. I feel sorry for those who 

were studying the program in English for 10 years and leave the program with limited value.  

 

Working Culture: 

Need for Transparency and Information:  

I: Looking at the concept of obligations and expectations, to what extent do you feel that 

your obligations and expectations are clear to you – there is no vagueness around them, you 

understand what you need to do and what you will get in return? 

R2: It has always been very clear. I am talking about seven years of working with the university. 

What is expected of me and what I expect out of them has always been very known to both parties 

of this contract. I don’t know how much effect does the Covid-19 pandemic have on your research, 

but it is something that has affected all of us. Because of the continuous changes in regulations from 

the regulators – let me say regulators instead of naming any government institution – the university 

had to adapt to all these changes in regulation. Then they have to convey these changes to us and 

we have to implement them in the class. The nature of this international crisis is that you don’t know 

when they are going to have additional restrictions, when they are going to ease off – to give you 

actual examples, when they are going to allow students to come back. When are they going to allow 

them to at least conduct tests and exams? If they cannot conduct exams, that means we have to find 
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alternative assessment methods. Are these assessment methods going to be in line with the national 

qualification framework? Your question was about clarity of responsibilities towards each other. 

Only lately, some of these aspects were a bit unclear. 

So, looking at the kinds of responsibilities and tasks you are expected to do as a part-timer, you 

mentioned that you have this WhatsApp group or channels to communicate with the Course 

Coordinator, who seems to be your main source of information when you have questions.  To 

which extent do you feel that the obligations and responsibilities are clear or vague when it comes 

to being a part-timer at XXXXX? 

R5: Very good.  I’ve been lucky with good Coordinators, and I have been unfortunate with bad 

Coordinators; I’ll be very honest.  The good Coordinators are very detailed when it comes to 

explaining the step by step of the syllabus, be it a full-timer or part-timer would get to fully 

understand what is required from the course.  They tend to have regular meetings on Teams to 

discuss if we’re fully aware of what needs to be done.  Once we reach a stage in the development of 

the course, then she would meet with us or he would meet with us and tell us what has been done, 

has everything been going as per the programme, any questions, any concerns?  Okay, now the 

second part that we’re going to move into, “Is everybody clear about the steps?”  And we discuss, 

and it has open discussion.  And they’re quite flexible when it comes to having suggestions from 

others, like if this is not practical taking into account the situation with the pandemic and the 

students are not fulfilling such obligation because they’re not networking and all these things.  So, 

they’re not very stubborn, rather they listen to the members, being the full-timers or the part-timers 

and they take into consideration, and sometimes they acknowledge it, sometimes they have 

alternatives to suggest, but they’re very flexible when it comes to that.  At the same time, I have 

been unlucky with the bad Coordinators that basically just view the brief to review, you’re on your 

own, and we send an email, you have to wait three, four, five days after many reminders to get a 

response.  So, I don’t think the majority of the faculty are that; fortunately I’ve only been unlucky 

with one that it’s very difficult to communicate with, but the others have been very, very flexible.  

Very available all the time. 

I: So, is it right to say that as a part-timer, the clarity of what is expected from you will 

depend on the Coordinator that you’re dealing with? 

R5: 100%.  If the Coordinator knows their task and they have clarified their syllabus perfectly, it’s 

an easy job for us. 

R5: The fact that they’re calling me every time with more courses, I would say [laughter] 

[overspeaking] semesters, that’s a sign of appreciation.  Otherwise they would have blocked me, or 

would have given me less courses.  I have not and – touch wood – have not received any complaints 

from students, have not had any complaints from other faculty members.  The good thing from the 

Department is it’s quite transparent; if there is any negative point regarding a teacher or a student, 

or a student against a teacher or vice-versa, they would immediately raise the alarm and sit with 

that instructor or the student and try to solve the situation.  Luckily, I have not faced any of that 

situation in the last three courses that I’ve been teaching, so it means that things are going 

smoothly, or should be.  I’m in regular communication with the Coordinator of the course, be it 

through the WhatsApp group that they have created or the emails or the Teams group.  I’m not the 

type that would stay quiet, rather if I have a need to ask because I want it to be clarified with me, 

they might be more familiar with their task being a full-timer and have done these courses before, 

but for me, I’m the type of person that keeps asking always, always, always.  And they’re very 

appreciative of me asking because they answer, and they also enlighten the others in the group as 
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well, those who are not even asking any questions.  So in that sense, I have not seen anything 

negative from the Department, rather giving me more courses and welcoming me to take even more 

challenges in the coming semesters as well. 

R7: One way to see whether part time faculty is accepted or not, is fine or not… The institution 

are accepting us when they call us for the next trimester. If they are calling us for the next trimester 

it means they are happy. At least we can say they are happy one way or the other. I don’t know if 

that is what you mean, but it is one thing they are expecting from us. The second thing is the roles 

they are giving to us. If they really feel trust in us, they will give us extra roles. The other thing is in all 

the universities if there are accreditations, the part time faculty are also part of it. 

I: Do you get paid for this extra work, for example participation in accreditation and 

preparing documents that are related to those activities? 

R7: Do you want me to say the frank thing? [laughs] 

I: Yes, of course. I need the truth. I need an honest response. 

R7: Then no. 

I: Of course, because you spent a lot of time with the institution as a full time faculty and 

this makes you more personally attached to the institution. If you are stuck and there is some 

information that you need to know, who do you go to? How do you find information about your 

rights and responsibilities? 

R7: The protocol is if anything we need, we should approach our dean or our direct head. If I 

need anything, that should be a programme head. If that is not happening then the dean. If then 

nothing happens then of course HR or the school admin heads are there. Not only that, every 

trimester there will be an orientation from the HR side as well as the dean’s side. That is how we get 

all the basic information. 

R9: Just three years. The Labour Law in Bahrain stipulates that if an employee reaches a certain age, 

the employee cannot work on full-time basis and is forced to shift to part-time work. I am Saudi, so 

they treat me in the same way they treat Bahraini nationals. This is why…but this did not work for 

my benefit for sure. Not because they deducted part of my salary, this is not a problem…I used to 

get accommodation allowance and tickets, again not a big deal, but the real issue is that I did not 

know that there is a rule that I could only work for two additional years. This is the regulation for 

part-time and this is what I find irritating.  

I: Interesting…to which extent you feel that your responsibilities as a part-timer are clear? 

R9: No, things are not clear. I hear from my colleagues. One of my colleagues told me that we cannot 

be appointed as course coordinators, because we are part-time staff. I didn’t know that…I didn’t 

know that I am not suitable to coordinate a course.  

I: Is this something that you would like to do? 

R9: No, I don’t want to be a coordinator…it is more work…but the point is that I didn’t know about 

that. There might be other things that I am not aware of.  

I: At the beginning of the contract, no one explains the responsibilities?  
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R9: No, all what I remember is seeing the student feedback…they don’t even introduce us to the 

other employees. I have been here for a very long time, there are still staff whom I don’t know. I try 

to walk around and enter offices to say hello in the morning.  

I: So, you feel that your orientation as an employee could be done better? 

R9: Yes, so that I would know what is expected from me and what is not required from me to do. My 

rights and obligations.  

I: Is there a particular document that you can refer to?  

R10: They are some extremely intelligent and talented individuals in [university]. That is what I 

recognise. Instead of staying there as some sort of gig, I have been there since 2018 because I feel it 

is so beneficial for myself as well to push these individuals further. It was tricky in the beginning 

because there were a lot of student complaints about my teaching because I didn’t have any 

teaching experience. I have taught the way I was taught. I think that was difficult culturally so I have 

changed my approach in teaching, but I haven’t changed my expectations of my students. If you 

have a tutor who expects these things from you, that in itself is a motivator to push yourself. 

R10: There wasn’t much preparation. That was so evident as the course progressed because it 

was very difficult to get things in order. I was – I wouldn’t say reprimanded, but I was told off for 

teaching things differently. Being an American system, it is quite rigid. In [place] it is so much more 

flexible and more autonomous. 

R10: They don’t say much and to be frank, there isn’t much quality control. That is quite worrying 

with regards to design. Each teacher has a number of students for design, which is the largest credit 

value. Of course every single tutor will teach differently from another because the way they see 

design is different, their ideologies are different etc. That is a bit worrying in [university]. There isn’t 

a way for you to see the quality of teaching that is being given to the students, which is a shame. It is 

very bureaucratic in the sense that you are given so much paperwork to follow. There is the syllabus, 

do this and this, and what is expected of the students, but there isn’t much quality control. 

R10: I ask the coordinator or I ask some of the faculty members I have formed relationships with. 

R1: That is a good question because many organisations try to make this vague for the 

employees. They do not tell the employees about their basic rights sometimes when it comes to paid 

vacations or holidays, even the opportunity to learn and grow. Many of us did not know so we had 

to go through the publications to see all the policies. Do I have the right to attend a seminar, for 

example? Do I have the right to apply for a conference or grant? When it came to me applying for 

the PhD, I was talking to one of the admin staff in the university. He was always telling me, ‘Go and 

talk to the founder of the university so he can give you the time to study.’ I was always saying, ‘But 

he doesn’t know me much. I need someone else to support my application.’ Then I came to realise 

that everyone, every faculty member, had the right to study and to do their PhD if they were a 

master’s holder, and also to do their master’s if they were only a bachelor’s degree holder. To my 

surprise, everyone had this opportunity and they exploited this opportunity, but without telling the 

other faculty members. They tried to hide the fact that we are entitled to this. When we were doing 

the action plans for the department and the college, I came to know that there is a certain 

percentage of the university’s revenues that must be allocated to this time. 

R1: Exactly. That feeling I had of, ‘I am begging you, please let me study and give me this 

opportunity,’ changed. It is my right now. If you want to keep me as a faculty member, you have to 

put your money in me. 
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Need for Strategic Involvement and Direction: 

R1:        I am very appreciative of XXXXX because without them, I wouldn’t be here in the UK. I have 

never studied abroad. Doing my PhD was one of my dreams from day one I joined XXXXX. I have 

always been in academia so this was a great opportunity for me. I am not a blind cat, like some of 

them say. I am really appreciative of this, but it is really important for them to know where we fit in 

the strategic mission of the university. Where do I fit? 

R9:      Clarifying the requirements and having a clear policy and strategy. The teaching and learning 

strategy is not clear here…we teach in English and they used to ask that we should be bilingual. I 

used to teach school principals who complained about this…I used to feel sorry for them and feel 

that they should learn something from the program. I used to translate the whole curriculum to 

them. I always publish my books in Arabic to support the courses I teach. I wrote a book in relation 

to the 360 degrees evaluation course so that they can read it. I translate my lectures as well. Now 

they changed the program and made it in Arabic. I feel sorry for those who were studying the 

program in English for 10 years and leave the program with limited value.  

Equality and Justice:  

R3: The relationship is different with the management with different universities. What they 

expect at my current university is different from what was expected at the previous one and the 

previous one. For each university there is some expectation and obligation. For my current 

university, the amount they put for supporting activities is less than other universities. Of course I 

understand the management requirements, but for the current university there is some satisfaction 

for myself. I am not happy with how they treat others, but for me I am happy. I am satisfied with the 

current evaluation. 

I: How is the institution treating you differently from others? What makes you feel that 

others are not treated as well as you are? 

R3: I think the others take, for example, more load than allowed. There is extra load. Again, this 

is a special relation now. In XXXXX there is some problem and many others have some cut in their 

salary. They did not touch me. If I have sick leave or official business, they will never reject, but with 

others they question it. 

I: What makes you special, do you think, Professor XXXXX? 

R3: My performance, I think! [laughs] 

I: So you earned it. It is by merit. 

R3: I don’t know what to say, but they know my qualification. When they have quality 

assurance, for example, interviews, they really rely on me explaining things. This is very important 

now to do. When you have a visitor from quality assurance – and not only quality assurance now. 

We have the HEC, the quality institution, the review institution. I don’t know what they call it. 

I: The BQA. 

R3: We have many different visits from many (over speaking) 

I: I can see that you are remembering a moment of success. It is something that you made in 

the institution that has a huge impact on the business operation of the institution. (interruption) 

You shared a moment when you felt that you made a great success for the institution. Do you 

remember a moment where you were disappointed? 
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R3: I was really disappointed and I sent a letter to the president saying that I am disappointed. 

The university ended the contract of 23 staff. That is a huge number. I met the president and vice 

president as a faculty member and said, ‘You are short-sighted and narrow-minded.’ [laughs] In 

other words. Not exactly like that, but this is what I said. This was really a disappointment. It didn’t 

affect me, but it affected my colleagues. 

I: So standing for social justice, I believe that is what you… 

R3: Yes. I was not happy because these people really worked hard for the university. Some of 

them worked for 10 years. They just said, ‘Thank you,’ but by one month’s notice. 

I: Would you feel differently if the process of laying them off was different – if there was a 

fair process of evaluating who should stay and who should leave? 

R3: Of course. When I was a dean, some of them I said to them earlier, ‘You will not be one of 

my faculty members next year because your performance is not up to my standard,’ but this faculty 

– their performance was nothing to do with it. It was for financial issues. This is why I say currently 

we are not doing very well. The management is looking mainly for financial now. 

I: Do you think this financial stand is justifiable? Do you think Covid-19 and the number of 

students make this position justifiable or not? 

R3: No, it is not justifiable because the number of students has not changed. It is the same. 

I: So you did not drop in terms of intake? 

R3: No. They thought they would make it more online and they will hire part time faculty. 

I: How do you feel about part time faculty? Is it good for institutions to have part time 

faculty? 

R3: In the UK, the USA and Europe in general, the part time faculty are really a person working in 

industry and when they come to the university, they enrich the students, the faculty and the 

institute with their experience, but here we are hiring faculty just to fill a gap. Especially in 

engineering when you hire a part time faculty, it is the one you really need to add more, but the 

faculty here are just filling a gap. The faculty is not enough for the students so we hire 5-6 just to fill 

the gap. They are not really enriching the university, they are just to fill the gap. 

R6: We get to gather reports and data in terms of how women and men are contributing to the 

development of the university.  We get to report back to the Superior Council of Women on the view 

of the general achievements, and also the policies.  And we get audited on our policies that ensure 

equality of both men and women.  And sometimes we get also a nomination for prizes, and we have 

to justify why we should win this prize, which we didn’t in the last year because we are not giving 

men five days’ holiday when the women deliver [laughter]. 

I: That’s interesting, so I find the Equal Opportunities Committee to be in particular very, 

very interesting.  Do you feel that it’s actually effective?  How effective do you think it is in 

actually creating equal opportunities within the institution?   

R6: Well, it is getting more effective.  From the day it was first established, it was maybe 

something, just a formal name for these opportunities.  But then throughout the years, with the 

activities that we try to deliver, the advertisements and seminars we try to host, women’s rights and 

abilities are now well spot on because other students – not just faculty – are now aware of their 

rights, can reach out to the committee and perhaps even reflect on their problems, we take this to 
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the President’s office.  So, we are creating this link that did not exist before, and we’ve become the 

face to approach whenever we have anything related to women’s opportunities or other 

opportunities. 

R6: I try to spread this healthy practice.  I was a Coordinator, and if a student complained about 

an instructor, I would join the session online and try to moderate and send on the spot surveys 

trying to gather this information, and then discuss the results with the faculty member being 

evaluated.  It might be an informal practice, but I found it to be much, much healthier than taking 

just one perspective of the matter which is always the student’s perspective, who likes to complain.  

Sometimes they just exaggerate their complaints as well.  So, the instructor in this manner cannot 

really describe what’s happened unless you are with them in the class or you can hear a recording of 

the class.  So, now we have some digital means that allow us to look back onto the performance of 

the instructor and the students to a certain extent, and you compare the two before you take an 

action whether this is a good teacher or needs to be excluded from our part-time teaching list for 

the coming years. 

R6: They need to look at it from the bottom up, and not from the people in the hierarchy.  You 

need to listen to your employees.  Your Head of Department needs to be evaluated by his 

employees, otherwise how can he be developed?  Not only the Dean needs to evaluate the Head of 

Department, but it has to be a two-way.  Like what we are doing or being done with us, our students 

are evaluating us as well as our Head; the same thing needs to be done to the next person in charge.  

Because you would have a direct contact with him, you can have him developed, and he might not 

listen if it comes from a person to person; it needs to be –  

R9: Things like these should be clear and if they want us to be bilingual, then why do they hire 

American staff who cannot teach in Arabic. If both languages are required, there are American 

faculty who can only teach in English. Why is this the case? 

I: On a scale from 1 to 5, 5 being the highest, to what extent do you feel satisfied with the 

relationship you have with the institution? 

R10: Probably 2.5. (over speaking) 

I: Looking at the empty half of the cup, what is missing other than those difficult 

administrative and bureaucratic steps? 

R10: The facilities themselves. The teaching style is really outdated. There needs to be more 

cross-collaboration between part timers and full timers and for it not to be some sort of hierarchy 

because at the end of the day we are given the same responsibilities, but because it is full time they 

feel they have more to say or what they have to say weighs more than what we have to say. That is 

really important because in any department which wants to go up in the ranking or even rating or 

research, that really needs to happen. 

Healthy Working Relations:  

R1: Exactly. We now are faced with more challenges when it comes to the competition. For the 

leadership of XXXXX or any private university, they have to ensure that there is a sustainable 

relationship between them and the faculty members. To retain the employees, you have to make 

sure the relationship is good between you and your employees. I find the way the leadership 

behaves will impact you hugely as an employee, especially when it comes to commitment. It is 

important to keep me motivated. The climate you work in is very important when it comes to 

respect, to trust, to: what opportunities for growth can you give me? 
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R4: The necessary support in terms of equipment, a healthy environment I would say, and that’s 

something that I don’t necessarily think of as something that the institution should provide because 

it’s already there, thanks to the quality of the employees already working.  So yes, I honestly cannot 

think of something else, to be honest. 

R6: They might not be aware, but there is no system that helps them [line managers] develop.  

So, you will need to develop a system that keeps the person in charge aware of what is happening 

from a point without bias and without these personal issues where “You say I am doing something 

wrong and therefore I have to say against you the entire semester.”  So, you have to develop a 

mechanism or a system that would ensure this offered equality, but also take those comments to be 

positive comments towards faculty development, management development, and this would both 

lead to the institutional development and the faculty happiness to perform their teaching and 

administrator role, I think. 

Job Design: 

Work-Life Balance:  

I: You earned it! Looking at the impact of your relationship with the institution, with your 

life, with you as a person, how do you feel that your employment relationship is affecting you as 

an individual, as a person? 

R1: At the beginning because I worked for 11 years in teaching in a government school, there is 

a maximum and there is no overtime task to do usually unless it is the marking season, when I 

moved to XXXXX I had to face the difficulty of my time with my folks. I have one son and he is 13 

now. At that time he was a little kid and it was really hard. I found that I don’t have a personal life 

any more, I don’t have a social life. I was back at home around 6:00 or 7:00, which was annoying for 

my mum to have to take care of my son at that time. It was really difficult in terms of social life and 

watching my son and studying with him and all of that. That is the only problem that I had to face: 

little time to do anything else because of the time I had to spend at the university. 

R4: Naturally it takes away time to develop and be able to work on personal projects, start up a 

personal business or whatnot; that’s something that I think about a lot, the what-ifs.  What if I had 

the eight hours in the morning for myself to develop my business?  That’s one thing it takes away 

from me.  Other than that, it’s all positives really. 

R6: - with the subject in your hand.  Yes.  But we do that in two smaller projects, I would say.  It 

takes a lot from your family time and quality time that you get to spend, you are under [laughs] a lot 

of pressure, but you have the two months so that’s an advantage –  

I: The maternity. 

R6: Yes, the University is a bit flexible even when it comes to women delivering or about to 

deliver, so if you have a faculty who is about to deliver, she is not assigned a course.  And although 

this is not written anywhere, but it’s a practice that we do in the department. [Overspeaking] I think 

it’s very comforting for females, so that’s why we have –  

I: So, there are lots of advantages in being a part of this institute [overspeaking]. 

R6: [Overspeaking] – females and that’s not healthy [laughter]. 

I: You need more men! [Laughs] Equal opportunities for men [laughs]. 
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R6: You will always have someone on maternity leave, and you’ll always have to be covered for, 

so… 

R5: What is it taking away from me?  More time, basically [laughter].  That is the only thing.  

Before, I had more time to spend with my architects and designers, now it is more like I consult 

them, I give them the feedback and everything of what they do, and they run and then they send me 

the work.  I still find time to design myself because that’s my passion at the end of the day.  Even 

having designers or draftsmen with me, certain projects I like to take over and design myself.  I do 

not have the luxury as I used to have before the teaching to be able to really have a full day of 

designing and sketching the way I used to.  Designing requires a complete clarity of state of mind, 

like art.  Architecture is another form of art, and any artist would need that complete solitude of the 

time and mind to be able to design.  But if you’re having students asking you questions here and 

there, and preparing a syllabus and correcting assignments and so on, that’s where I have to 

programme my schedule on a daily basis to create some gap days in between to say “Okay, these are 

my design days, these are my client meeting days, these are my other responsibilities, and these are 

the university, and of course the university work days.”  So yes, it has made me more pressured 

when it comes to time and responsibilities. 

Flexibility: 

R6: [Overspeaking] – yes.  You have the flexibility in terms of timing, as I said.  You get to teach 

when you can.  You do have your lectures, but you have the rest of your time to organise it between 

your research and course preparation and other work.  So, that –  

R6:      You get to say the courses that you are capable of teaching as your specialty.  You get to reject 

a course because you feel not capable of teaching.  The load however is something that we don’t 

have to exceed.  I personally don’t like to exceed because I’m not interested in the extra payment.  

But if there is a need, I would offer to take extra load, however I have the Coordinator to tell these 

problems to, so I can report to the Coordinator the number of courses that I can take as an extra 

load.  And if I cannot for example work late, there might be some sort of flexibility in changing the 

class time to accommodate my timing if I’m the only person who is capable of teaching the course.   

R8: Yes. Every semester our dean sends for us the tables and we assign the times suited for us, 

but we are restricted with something. Each tutor has morning classes, plus additional evening 

classes. Our culture in our university, mostly we are focused on evening classes because most of our 

students are working and are involved in some activities in the morning so they prefer much more 

evening classes. Also we add some morning classes for students prepared to attend. We adjust and 

balance our schedules every semester to have morning and evening classes based on the 

distribution of our overload. Each tutors have overloads such as 12 hours (interference) to be 

assigned to each tutor. We distribute based on the course levels we have or are responsible for. We 

distribute our times during the week. 

R10: Teaching as a part timer gives one more liberty because there isn’t a contract there. 

Teaching full time, you would be required to do a lot more administration work, which they 

mentioned to me in the past when they endorsed me as a full time candidate for a position. Also 

being full time, they require you to think about your PhD. That is what [university] really wants, 

which is completely different from the UK because in the UK, especially architecture, most of the 

tutors themselves are not really considered part time, but the tutors are professionals who come to 

the university to teach twice a week. They are not really expected to have a PhD. 
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R7: So far I think I will continue with them until I get a good opportunity. It is not really in terms   

of money. I need a comfort zone. Mostly I need timing because I can’t go and work in a place where I 

am here all the time. I worked as a full time, but that is why I am going for part time. At least for the 

next 2-3 years, I prefer a job with good timing. There is no doubt in that. My flexibility, I want that. 

My family, I have to take care of them. 

Job Security: 

I: What makes you do the job then? 

R7: These all will be personal so I am expecting that you will not… There are lots of restrictions I 

already said. As a deal between us, it should not go in depth. It should not go out. It should be really 

personal. 

R7: First of all, the basic reason is I need a job for the next trimester. That is the main reason. 

That is why I told you it should be personal. At the end of the day what we think is: every trimester 

we need a job. That is one of the main reasons.  

R7: Yes, exactly. If I am a new faculty there are lots of restrictions, but in my case, especially in 

the place where I work, I am not a new person. I don’t want to prove anything more. I already 

proved myself. That is the main thing I am expecting. In return I am expecting they will call me at any 

time and they will give me the subject for the time that I want. 

R7: Actually there was in a way. It is not a new thing for us. That is why I don’t say too much, 

because for us this is not happening first time. When we were working as full time also, in between 

they will change us. They will tell us to go and come back. These processes happen in between 

because they have lots of changes. They used to say, ‘This is not possible to change it,’ then come 

back, but this is all only for one month. Immediately we would be back. That is happening for a long 

time. Initially of course it was a shock for us. 

R9:      I don’t get much 

I:           You don’t get much back?  

R9:       I wouldn’t say nothing, but every year we go through hell to renew our contracts. Last year, in 

August, the HR department informed me that my contract was not renewed…in August…it was too 

late for me to make a move or find a job. After multiple follow-ups, and I must say that the Dean 

really supported me in this…he followed up on the matter personally…then they renewed my 

contract for one year. This year, I am leaving through the same experience. I am not sure if my 

contract will be renewed or not.  

I: So, you do not like the ambiguity and not knowing what is coming? 

R9: Yeah, the surprises.  

R9: I am looking for internal piece, no anxiety. I don’t want to keep thinking about finding a new job 

and not knowing if the contract will be renewed or not. I always look for a new job and think maybe 

there will be a chance. I am a resident in Bahrain, and I do not have a retirement salary. My problem 

is that I don’t have any retirement benefits. I withdrew my pension and when I wanted to put it back 

I was told that I couldn’t. Besides, without work what will I do? Work is joy. I have been working my 

whole life, I can’t just sit and do nothing. We are now on a break; I came to work today and I am 

coming tomorrow too.  
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R10: They know I am dedicated. I applied for a full time position a year ago, but it hasn’t been yet 

approved. They have an institution which approves government employees. They are still processing 

my papers. 

Emotional Dissonance:  

Positive Feelings: 

Passion:  

I: You mentioned a word that we all use. You said you want to stay motivated. What 

motivates Hooria? What keeps you motivated? What makes you feel that this is satisfying for me 

as a professional within the institution?  

R4: Yes, indeed [laughs].  I teach Game Development, that’s the main reason why I’m at the 

XXXXX.  Alongside Game Development I teach Computer Programming and Word Development.   

R4: Yes.  No, the reward in future as I’m sure you’re aware, is the more the source of that 

reward comes from passes of future students; this is the rewarding aspect of it and that’s what 

drives us as teachers to commit to that obligation.   

R4: It’s a mixture of seeing the expression on students’ faces when they learn something new, 

the ‘Aha’ moments.  I like the feeling of knowing that I made a change in someone’s life, especially 

when it comes to teaching.  And also, because of my passion which is game development, I want to 

make sure that more and more people are attracted to this craft.  Whether they pursue it later on in 

their careers or not, that is up to them, but I find it my responsibility to bring it out in the open.  This 

is the thing that drives me to continue teaching.   

I: How do you feel about teaching? What does teaching mean to you? 

R7: It is my life. There is nothing else I can do at the moment. It is my passion, it is my principles 

of everything. It is everything. I really don’t want to do any other job. 

R8: It took my life! [laughs] Oh my god. Really I get lots of things that satisfy my dream. I reach 

to my full achievement or fulfilment. I am very inspired about reaching to the top of my pyramid 

related to my dreams, but the university takes lots of my time and effort. I will talk now about 

myself. When I have any roles or activities, I spend lots of effort to make this effort noticeable or 

reach the most potential. That is why it gets me tired more and I spend lots of time or effort from my 

side. I think I answered your question. 

R8: I find sometimes regardless of what you suffer or what you have or related to what you 

discussed as the promises, the policies and regulations being assigned in some institution, if the 

persons have their full potential related to something that he likes to do – for example, in our 

situation here, education – I don’t think that person is being affected with the culture of their 

organisation. He will still be fully committed to what he did or offered the students. I would like to 

convey to you that still the person has that commitment, if he finds that he is interested to do this 

job. Do you agree with me or not? 

R2: When I started with XXXXX, they brought me in and accepted. I was interviewed by a couple 

of very high level people and then I was given a summer course. Two teachers were teaching it: me 

and someone else. They wanted to see whether I am capable of delivering. That first classroom, 

those first interactions, that first experience, cemented my interest in teaching and made it a lifelong 

ambition.  
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R6: I still love the day, I think, where one of my faculty members nominated me to take the job.  

It’s not the day I was recruited in, but the day I was nominated then.  And he told me all the 

capabilities that I have that fit into the picture they have for a good academic, and I feel that that 

was a turning point.  I did not think of myself as a teacher, but when he nominated me to do this, I 

think yes, I started thinking –  

R5: I’m an architect and interior designer.  I started my firm back in 2007.  Now, before that I 

was a full-timer at the university; I taught at the university for about four or five years, I even went 

and did my Masters in Architecture Theory and Design.  And then I came to a point in which I 

realised I want to get into the practical world, to know exactly how the design works, how the 

financials work, and how meeting with the clients works as well.  And this is when I resigned from 

the university because I felt that I had a lack in terms of my experience.  Because from graduating 

from the Architecture School in Bahrain, I immediately joined the university; it was very academic 

for me.  I wanted to get into practical work, and I did, from 2007 I opened my firm and it’s a licensed 

architectural firm, we do a lot of architecture and interior design projects.  And it had been going 

well for the past ten years plus.  This year of course, my wife is a full-timer at the university in the 

same department, and she came to me and said “We have a bit of a shortage, are you willing to 

teach a course in design?”  I was like “You know what?  I’ve got the team and a designer and I rate 

them.  I wouldn’t mind sparing one course by giving a bit of time, because I love teaching.”  Even in 

my company, it’s more of a teaching/working environment.  We have employed a lot of the 

graduates, interns, and we’ve always trained them on how to become better architects and better 

interior designers.  We make them climb towards the professional ladder step by step, and many of 

them are now either having their own companies or they’re having higher positions in other 

companies, or they have actually gone back to the university and are teaching and even have their 

PhD and so on.  So, we take pride in that, and what we did our [loss of audio] /teacher.  That’s why I 

enjoy the teaching process.  So, when it came to then giving the extra courses, I never hesitated 

because I felt there was an interest from my side, and that’s fine. 

R10: I have been doing it since September 2018. I was looking through Google and I was very 

much interested in working at [place] because I heard it was the most prominent in Bahrain for 

architecture. I got in contact with [name]. The educational system is more American based. In the UK 

for example, when I was taught architecture, there are critiques where you are invited to judge 

student work, give them feedback and all the nerve-wracking things that students have to go 

through. I applied for a position like that, just as a critique, but then he suggested that they would 

like to absorb me as part of the faculty. I thought: what better way to spend my time doing that 

rather than working in an office sitting in front of a computer doing drawings for clients? I thought it 

would be beneficial for myself to learn skills such as managing a group of students, pushing them to 

the very best of their abilities – for which I think I got into a bit of trouble! [laughs] The educational 

system in Bahrain is much different... 

R10: That’s it. They are still processing that. With part timers, what they get out of it is a fresher 

perspective because a lot of these part timers, at least when I started, were my age group and most 

of the full timers were very well seasoned educators, but they lack the perspective that we offer as 

part timers, which is great because it makes things a little fresher and there is a little more dialogue 

or conversation as to how the department should transform itself. That is one of the objectives now, 

especially now [name] has taken over from [name], the previous president of the architectural 

school. 

R10: I never really see the students as… These students come from [university]. Even some tutors, 

some course coordinators, my superiors tell me, ‘These are Bahrainis, don’t expect…’ I am half Saudi 
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so I find it a bit insulting. ‘Don’t expect too much. You shouldn’t push them too hard.’ I don’t see it 

that way. That would be a severe injustice and that would be wasting my own time. I am a part time 

instructor. I could have been doing better things with my time. Pushing the students is one of the 

most difficult challenges that I had to deal with because a lot of them would complain about me 

pushing them, giving them too much workload or teaching them in a way that was different from 

other sections or other classes in design. Those were really the main challenges, but I think I got the 

confidence of the department. I like to think I did. I think they have given me that freedom to teach 

in my own way. I have always stuck to the syllabus. I don’t ever deviate because I am also pragmatic. 

It is not going to be constructive if I didn’t stick to the syllabus. 

R2: It gives you a greater sense of satisfaction knowing that you – I wouldn’t say even help. I 

would say educate and transfer knowledge to students who are very eager to know it and apply it. 

Whenever I see my students working in the insurance risk field, I feel a great sense of satisfaction 

that they were able to materialise that knowledge and gain income and have a career out of it.  

Choice:  

I: I am not sure if this is too soon to ask this question. Should I leave it till the end? But it just 

came to my mind. Are you part time faculty by choice or by force? 

R2: I have been offered a full time post a couple of times – after my first year and after my 

fourth year as well. The problem is I cannot coordinate between both jobs. I cannot do the work 

associated with the university justice as a full time employee – not yet, but my plan hopefully in the 

future is to follow you in pursuing my PhD, inshallah, and make it my retirement plan to teach. 

R10: I grew up here in [place]. I studied in [place] school from year 3 up to my A-levels, then I 

went to the UK. I studied my bachelor’s, my undergraduate, in [university] school of architecture. 

After having graduated, I came back to [place], more specifically [place], and I worked there for a 

year to immerse myself in the professional world and the architectural industry. I worked for two 

firms there – a large firm and a smaller firm to enable me to make up my mind as to what career 

choice I should make. I then decided to take a one year master’s in [university] for entrepreneurship, 

innovation and management, which I did not manage to complete because I decided then that I 

would like to switch back to architecture. It was difficult for me to see where I see myself because I 

am not really interested in the more artistic side of architecture. I love research, but I was more into 

the property side of it. After having left [university], I came back to [place]. I worked on a project 

here for my family for two and a half years, then I went back to [place] for my master’s in 

architecture at the Architectural Association. I worked there for a year and a half, then I came back 

to Bahrain to attend to some family circumstances. I felt that I didn’t want to lose time whilst doing 

those family obligations so I decided to apply part time at [university] because there is nothing more 

important than to be of service to educate people with what I have been taught, especially in this 

country which I consider home. That is all my professional work experience and my educational 

background. 

R10: (over speaking) part time I do get to choose what I want to teach, but they are normally 

assigned to part timers. There isn’t much leeway on that. There is a lot of thought process that goes 

into part timers being allocated to subjects that they teach because each architecture tutor has their 

own strengths and weaknesses. I think the department understands that. They recognise that. 

R10: They let me teach and I was very willing to teach other subjects with other professors who I 

consider now some of my mentors, not just for teaching but overall as a career, how my career 

should develop. Recently I have taught behavioural factors in architecture, which is more 
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environmental psychology and architecture which is more theoretical based. I was elected to teach 

the graduate students, which is the fifth years. 

R7: It depends on the situation. My current situation, I think my part time is better than full 

time. Whether it is financial or other ways, this is enough because I have to spend this much hours 

for the university and I am almost paid equal to my full time. It is better. No other responsibilities as 

well. As for my current situation, part time is better. 

Autonomy inside the Classroom:  

R1:       Yes, we do enjoy high levels of freedom when it comes to either teaching style or methods 

and classroom activities. Much less freedom though in what concerns the assessment methods, as 

they have to be aligned with the ILOs and the syllabus. Which is co-developed in the department.  

R6:        The instructor has the freedom to choose or invent new teaching methods and different 

class activities inside the  design studio or classroom. The course coordinator may guide some 

activities to ensure balance of delivered information and submission among the different classrooms 

but usually it’s very flexible 

R10: If I were to speak about other part timers, probably yes. With anyone, actually. You are given 

some sort of syllabus to disseminate to the students. It is a bit more laissez-faire how you deliver this 

material to the students. 

R2: To be quite frank, the university itself allows us to teach. Yes, there are parameters set on 

teaching methods when it comes to the core syllabus itself, when it comes to the content of the 

course, but when it comes to delivering the course there is quite a lot of liberty in that. I don’t feel 

restricted at all when it comes to delivering my course. 

R8:        In our university, the tutor has full liberality to use any type of activities; from group 

discussion, discussing case study, using MC, telling story/experience,  project teams from 3-4 

students, assignment, even field trips. Due to the current situation, we moved to online sessions, so 

most of our activities online beside the presentation such as session assessment at the end of each 

class using MC or T/F questions, letting students give their perspective about some related concepts 

or topic, brainstorming activities, as well as matching activities....etc. I used some online application 

such as Quizlet and kahoot. Recently I tried to use Pear Deck application to enable student to 

interact with tutor directly while the session is conducted. 

Sense of Content:  

I: Looking at the nature of this exchange or relationship between you and the institution, to 

what extent do you feel that it is fair or balanced? 

R2: No. I feel it is very fair and balanced. 

R2: There is no opportunity cost except for the very brief time it takes to complete my 

responsibilities towards them. There is nothing else because I am a part timer so it is not interfering 

with my career and my business. When it comes to work/life relationship, there is always a part of it 

that is consumed by your work, but it is insignificant – negligible even – when it comes to my role at 

the university. I don’t feel like I had to compromise much. 

R5: In terms of the relationship with the team and the members, it’s 100%; no complaints there.  

They all treat me and others with full respect, there’s perfect communication whenever needed with 

any member if I require it.  There’s very mutual, good respect between all the members.  So, that’s 
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where it comes in terms of that.  The only negative part which is not related to the faculty member, 

it’s rather the administrative part of the university, which is basically the value of the part-timer 

fees, taking into account that you’re still teaching the same amount of course, still teaching the same 

amount of responsibility that the full-timers are having, but when it gets paid it’s very minimum in 

comparison.  That is the only part. 

I: So, you feel it’s unfair?  You feel that the rate per hour, if you compare your rate with the 

full-time rate, it’s much lower than the –  

R5: Way lower; we’re talking about major [laughter] difference. 

R7: From day one in Bahrain I am in this institution. I learned a lot from the university, especially 

the way to manage students in Bahrain because that is a big thing. The culture from our side and the 

culture from here, especially the way of handling students, is entirely different. I learned that. The 

secondary thing is a lot of knowledge. When we learn how much we learn, when we do our 

education, you know how many restrictions there are. It is not just learning, but when we come to 

the university it is entirely different. We are learning everything new – lots of new subjects, lots of 

new software and how to deal with people and situations. Lots of official documentation, all this QA 

work. Even at the co-faculties because we are mingling with lots of other international faculties – 

multinational faculties we have. We are dealing with them and discussing. They used to teach us a 

lot. Mingling with other nationalities is a big thing. That I learned from the institutions, especially my 

co-faculties. Even with the documentation work, a lot we improved or learned from them of course. 

Especially in the initial years, the first 10 years, every day changes happened. The QA concepts all 

changed. All this we learned from the institution. I have no doubt in that. How many interviews I 

have had with these people – that was an experience. It was a big experience for me. 

I: Moving from being a full timer to a part timer, is this something that you chose or 

something that you were forced to take? 

R7: Initially it was forced to take, but right now I am happy. In between I am getting a chance to 

go back as full time. Maybe next year I will get a chance to go back, but I don’t know whether I will 

choose it. I am not sure about it. It depends on my situation. 

I: So you feel that you were given a chance to go back if you want to, but now it is more 

about your personal priorities to make that decision. Comparing the degree to which you were 

satisfied as a full time with the degree to which you are satisfied as part time, which situation or 

contract is more satisfying for you? 

R7: It depends on the situation. My current situation, I think my part time is better than full 

time. Whether it is financial or other ways, this is enough because I have to spend this much hours 

for the university and I am almost paid equal to my full time. It is better. No other responsibilities as 

well. As for my current situation, part time is better. 

I: In terms of satisfaction, to what extent do you feel that being a part timer brings you 

satisfaction? 

R7: I am satisfied as a part timer, no doubt in that. 

I: What makes you satisfied? What are the things that make you happy being a part timer? 

R7: There are many reasons why I became a part timer. One of the main reasons is my family. 

That is why I told you I am trying to be in a comfort zone – because of my family. Mainly I need time. 
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My two children, I have to take care of them. That is the most thing. Husbands can’t manage 

everything by themselves. 

I: Work/life balance. 

R7: Yes. I am happy because of my family. I need a convenient or flexible time when I can 

manage my family, especially my children. That is the main thing. 

Self-fulfilment and Internal Drive:   

R5: But from my side, I’m doing it because this adds up to my CV of being enrolled at the 

university as a part-timer and giving courses.  And I’m taking it as a learning experience as well, 

because it’s not just the students that are doing the work, I find myself working as well in terms of 

reviewing and reading and enriching my own architectural background and knowledge in multiple 

fields that maybe I was aware of and became more aware of now because I’ve reviewed and read 

more to be more familiar with this, and improved my presentation skills because I haven’t always 

been good when it comes to presentations. 

R9: I fulfil my own needs through teaching. This is the only way for me to be satisfied. The students, 

despite the current situation with Corona and the fact that I don’t get to see them…I feel we need 

better structure. We are supposed to have more clarity. I told you, my expertise is in leadership and I 

was surprised that I no longer teach leadership. There are others who are teaching it, although it is 

not their field of expertise.  

R5: I had to educate myself here, exactly, yes, yes, absolutely, that’s what happened. 

R5: I need to put my life schedule ahead, I need to put my years coming, what am I going to do, 

where am I going to be?  And if this is going to take longer than I expect it, then I wouldn’t know 

what to plan or how to plan things.  Nevertheless, I’m still continuing with building my professional 

career with the projects that I’ve got ongoing and the part-time teaching.  It has made my life work 

from morning until night, but I’m a workaholic.  I’ve been doing this for the past 20 years, working 

non-stop, it has not stopped me.  As long as I find time for my kids, that’s more than enough for me.  

R2: It gives you a greater sense of satisfaction knowing that you – I wouldn’t say even help. I 

would say educate and transfer knowledge to students who are very eager to know it and apply it. 

Whenever I see my students working in the insurance risk field, I feel a great sense of satisfaction 

that they were able to materialise that knowledge and gain income and have a career out of it. A lot 

of it is self-satisfaction. I get a lot of experience from teaching. I get a lot of knowledge because of 

continuous research. My skills have improved when it comes to… Even if I had them before… I 

worked for institutions like Ernst & Young and PricewaterhouseCoopers, but delivery becomes more 

effortless and interaction with groups becomes much easier. The skills, experience, knowledge… I 

have gained so much from teaching. It is beyond what I expected at first. 

R2:       A lot of it is self-satisfaction. I get a lot of experience from teaching. I get a lot of knowledge 

because of continuous research. My skills have improved when it comes to… Even if I had them 

before… I worked for institutions like Ernst & Young and PricewaterhouseCoopers, but delivery 

becomes more effortless and interaction with groups becomes much easier. The skills, experience, 

knowledge… I have gained so much from teaching. It is beyond what I expected at first. 
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Negative Feelings: 

Frustration: 

I: It is not a tricky question. I just want to know: what words do you associate with XXXXX? 

R1: I don’t want to be unfair to them, but one word that could describe the atmosphere 

sometimes is the word demotivational. That is because of some people who are holding positions. 

Another thing is restructuring. XXXXX is restructuring. The third thing: I don’t see XXXXX as a 

promising institution. It is a radical change needed, not just in XXXXX but on a larger scale, a higher 

education scale. It is a radical step that we need. 

R6: They do, and especially in our major.  We graduate as designers and you want to be in the 

profession before you go back and teach the profession.  So, taking that decision was a turning point 

because you will not get to practice, and one of the disadvantages of XXXXX when it comes to these 

practice-based programmes is that they are not allowed to practice, officially; you are not allowed to 

practice. 

R6: They gave me the assignment but I don’t know if this is the practice.  But the appointment 

letter was clearly indicating 25th of February as the starting day of my appointment as a Course 

Coordinator for one year from the date it was issued.  And then on November 18th, another decision 

came to discard the aforesaid appointment.  So yes, to a certain extent, yes, I was promised to take 

this position for a year and then it was discarded, and when I spoke to the President he said 

basically, these things are approved by the Head of Department and the college.  That’s what I’m 

saying; him in his position, he just gets to sign the nominations, they don’t get to review your record.  

So, I don’t know, again I would blame the Dean because he would be the person who was supposed 

to consider this, unless it was purposefully done. 

I: And how did this make you feel? 

R6: Frustrated, angry and sometimes questioning your abilities whether you delivered 

something right or wrong, or maybe totally wrong that it came against their wishes and their 

expectations.  And without any clarifications once you hear it from the Head of Department and one 

day before a public meeting.  It becomes a bit embarrassing as well, because you don’t have reasons 

to justify this, so this sometimes brings you under unwanted spotlight from the faculty members.  

Yes, so I don’t like that. 

R6: I would like to wish you all the best, [laughter] and I really thank you for this opportunity to 

express my feelings [laughter] about XXXXX.  It’s sometimes frustrating not to find the right person 

to listen to your doubts and hopes and expectations, but I really hope that through your PhD and the 

publishing of your findings, a message will be sent to the people in charge and to –  

Uncertainty:  

R7: Sometimes we become very sad when these things happen. One of the main reasons for me 

not… my contract is not continuously happening because of my PhD. I did only for two years, then I 

stopped in between because my second baby happened and I delivered. I couldn’t continue after 

that. I couldn’t go for it, I couldn’t process in between all the obligations so I couldn’t continue that. 

That is one of the reasons, but after all I am working this much just because of the PhD. When these 

contract issues are happening, one reason is that. That makes me really sad because after all, 

working this much years, this much time I spent with them and it is not happening. It is really sad of 
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course because if it isn’t my native country of course this won’t happen, if my job was a permanent 

job and I would have a specific position. Career-wise, of course… 

I:          now we will move on from roles and responsibilities to the nature of the relationship. To 

which extent do you feel satisfied with your relationship with the university through your current 

employment? Now as an employee, to which extent do you feel satisfied with your employment? 

Let’s say in a scale from 1-5 where 5 is most satisfied…  

R9: I would say 3. 

I: why 3?  

R9: As I told you, it’s the anxiety and the uncertainty. Now they have changed the person in charge 

of recruitment. I am not sure why they chose him, why not someone who is Arabic or Bahraini.  He 

became in charge without going through the voting procedure.  

Lack of Reciprocity: 

R1:         It is always about how XXXXX is trying to reciprocate these expectations on the relationship. 

You expect me to do this and I expect this. You weigh the balance between these two expectations. 

Are they balanced? If they are balanced then I am loyal, you can retain me, I will never badmouth 

you as an institution, which could affect other strategic objectives of the university. For our 

university, the founder of the university always says, ‘We want to attract the most qualified and 

skilled faculty members from around the world and the region.’ It is important to maintain this 

image of the university. If you want to attract the most skilled faculty members, you have to make 

sure that the relationship is good. 

R1: That is exactly why I want to split my answer here. After finishing my PhD, I will be a 

different person in terms of how I address myself, how I talk back to people. I would not be that 

person you can control. I used to suck it in, whatever they had to say, and I would do it because 

some of the people – I am not talking about the founder here – in XXXXX unfortunately made you 

feel that you are not competent enough to do the job or you do not deserve the salary you are 

receiving and we are only keeping you for the sake of… They have got rid of many master’s holders 

because they could not afford them and they were useless because they couldn’t teach higher level 

subjects. At that time we felt weak in the relationship. We found the imbalances or changed 

relationships justifiable at that time because I need a job and I think the job will provide me with the 

opportunity to grow later. At the same time, I could not stop these people from controlling us. After 

the PhD I was joking around with my friends and saying, ‘I will not be the same person.’ If they say 

anything I don’t like or force me into committees that I don’t want to work in, I am not going to 

accept that. Let’s see how that works! [laughs] 

I: At this moment in time, how would you evaluate your relationship with XXXXX university? 

Do you see it as a fair relationship? 

R1: I am sure they see it as a more than fair relationship. 

I: To them – but to you? 

R1:           I know they don’t have the money, but again when they spend money on unnecessary 

events, I say, ‘That money could have gone to better courses.’ For me, it is still unbalanced. I don’t 

know, but for them it is more balanced. They always view it as a favour they are doing me, 

something I wouldn’t have been able to pursue on my own. 
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R3: In the current university, the balance generally is with the management, not with the 

faculty. In general in the current university, the balance is towards the management. 

I: You mean the management have more influence? 

R3: Yes. 

I: In terms of fairness in contribution, do you feel that your contribution is treated fairly or 

do you put in more effort than what you get? 

R3: I would say I put more in than what I get. I make so many things good. I feel that I have done 

so many good things for the college and the college when I left one year ago was totally different 

from the college I received five years ago. 

R3: I am working for the university. This is my job. They are paying me for doing these things so I 

have to be honest in carrying out my job. For me, the university gives me enough respect I would like 

to have. I have been publishing my research in conferences. They support me for that also. No more 

than that. 

R3: No, but I am quite satisfied with the job I am doing. Still the relationship is not perfect, but it 

is an acceptable level. It is good for me. It is okay. (interference) I know so for me it is okay, but 

maybe in 10-20 years my ambition was different from my ambition now so my expectation possibly 

more than the relationship. I am just trying to keep my job, doing my work and it is okay with me as 

long as I have a job for the time being. 

R4: I would say, if I graded it on a 1-5, I would grade a 4.  That’s because I’m very satisfied with 

the treatment I’m getting in all aspects [loss of audio] [pause] –  

R4: So, I’m satisfied with the way I’m being treated as an employee.  My managers are very 

friendly which is a blessing.  I love the environment that I work in, and everything is just perfect for 

what I like to do and for my personality as well; I love to work in these environments, so that’s what 

makes me extra satisfied with the way I’m being treated there.  But perhaps the reason why it’s not 

a 5, it’s just my progression.  So, I’ve been in this institution for a long while now and on paper I 

should be a full-on tutor, but things are slow in terms of processing this promotion, let’s say.  And 

yes, that’s basically it; other than that, I’m satisfied with the way I’ve been treated. 

R4: I feel like it’s reciprocal between myself and my managers, so my line manager and the Head 

of School, yes indeed.  But that isn’t as clear when it comes to the entire institution.  I’m not sure if 

that answers your question fully. 

I: Okay, so to which extent are you satisfied with the relationship that you have with your 

institution? 

R6: I am satisfied.  On a scale of 1-5, I would say 4. 

I: 4, that’s excellent. 

R6: I’d always consider XXXXX to be my second home, especially depending on the fact that I 

graduated from the university and I’ve seen it grow throughout the years.  I’ve seen its good days 

and its worse days, and it’s coming into a better shape these days.  But I would say 4; I think we can 

do a lot more if we just organise ourselves, appreciate our people and faculty a bit more, I think we 

can achieve more. 

 



259 
 

I: So, to which extent do you feel that this relationship is a two-way relationship? 

R6: [Sigh] Again on a scale of 1-5?  

I: [Laughs] A scale from 1-5 would do. 

R6: I would say it’s a 3 at the moment, yes.  It needs to –  

I: It’s skewed towards giving more or taking more? 

R6: [Laughter] Very hard to say.  I would say we need to take more from the university in order 

to give more.   

I: Yes.  Okay, so how do you see your future with the institution?  How do you look at your 

future at XXXXX? 

R6: I try to be optimistic about it.  I think XXXXX is now recruiting a lot of young leaders in young 

positions because they would appreciate their flexibility and their new vision on solving problems, 

and also in advancing the curriculum and the programmes.  So, I’m hoping that I might get assigned 

by the Dean or the President to lead such movement, whether it is within my Department or the 

Quality Assurance, or even the Equal Opportunities.  I think such roles would motivate me to give 

more.  I’ve seen good examples around me of a very hard-working faculty member that gets 

promoted to a Director, and now she is given more roles and even in developing strategic plans for 

the university because her voice gets respected and appreciated by the upper faculty members.  So, 

the opportunities are there.  The problem is just knowing all your faculty and all your capability, their 

capabilities, basically.  And as I said, the size creates a huge role here; we have more than 1,000 

employers, and they’re the best out the best in their fields, so it’s very hard and a very competitive 

culture.   

R7: I will tell you the plus and minus points. Since I am working here for a long time and 

especially I was a full time, I am used to all these things so for me it is not a big burden, but as a 

normal faculty these things are alot. Since I am a person who knows everything, I don’t mind. I am 

used to it because I was working as a full time faculty. Otherwise, especially if they are working in 

any other place and then getting all these coordinators, it is hard for them because when you are a 

coordinator you are supposed to do many things like exams. We have to make the exams, then we 

have to evaluate it. There are lots of responsibilities. 

I: 1 is low, 5 is high. From 1 to 5, how would you describe your satisfaction? 

R8: My god. Less than 3. 

I: Has it always been like this or did something happen? 

R8: No. Our situation was very successful and satisfying, but when we passed through Covid-19 

this year, we faced a lot of issues related to cutting costs and this made us very disappointed. If you 

balance our jobs and responsibilities that you handle and add additionally to that increasing your 

overload, equally reducing your pay rate, this needs to be concerned related to our situations. I am 

sure all work now face these types of situations and more clever and more efficient or effective, but 

not harm people or taking their rights. It is not fair to do that. 

I: How do you perceive your future with the institution? Where do you see this relationship 

going with the institution? 
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R8: If we continue the same situations, the current situations, I don’t see that much future for 

the university. We will not come back or make the situation the same as before. It has become 

worse. This is my expectation. I think we will face more rules and regulations or policies relating to 

cutting costs and harm ourselves (over speaking) 

I: How will you react if this continue to happen? How do you see your own future in the 

institution? 

R8: Of course at the end he is a human. He needs to balance his efforts to do what he did. If I 

find it will come over my health and my family and social situation, of course I will think that it is 

much better to resign and look for something else better. 

I: You said you did not work in a different institution, but having worked as a part timer and 

a full timer, which employment contract worked for you best? Looking back at the situation when 

you were a part timer, comparing it with how it is now with you as a full timer, which one do you 

prefer? 

R8: Of course full time better than part time because the payment was not that much for part 

time, but I am satisfied because I have other work. Teaching is one of my dreams and I achieved my 

dream by finishing my studies. At that time when I am working part time, I didn’t look for the 

payment to satisfy me or not. That is between what I achieved and what I received. It is not that 

much, but when I became a full timer I depend fully on the payment from full time. Before I started 

it, it is very fine. It is very good, but due to our current situation – and I am sure all the world 

suffered from this situation – it became worse and became unsatisfying. Still the continuous cutting 

costs affects us. 

I: To you it might be a promise for an office or for a particular piece of technology or to 

reduce your load. The PhD is a promise that was accomplished. Any promise that was given to you 

as a faculty member. 

R1: No, because the promises that are usually made for people who do PhD study in Bahrain is 

they would reduce the load of their teaching. Since I had to go full time, I am not sure if they are 

achieving this with the other members who did it part time in Bahrain. These are the promises. One 

of the two promises when they did this big staff meeting: we will give you the money to go and 

study for your PhD, for example, we will build this new campus, we will do this and that. As you said, 

the promise of PhD has been accomplished, but it hasn’t been accomplished because they did it. 

Because I ran after it. I ran after them to achieve that promise, to do it. 

I: During the six years of relationship, were there any promises that were broken – not kept, 

not honoured – in your relationship with the institution? 

R3: After that I was looking for more authority and more resources. If you need a university 

faculty member, you need also to give support to them. They need resources. I didn’t have enough 

resources. I don’t know if you call this promises. (over speaking) 

I: Before taking the deanship position, for example, were you promised resources and 

authority that you didn’t get or you were not made any promises? 

R3: When I became a dean, I asked for the resources and they said, ‘Yes, you will get it.’ At the 

beginning I was getting it. 

I: What happened in year 3? For three years things were working fine. What was the 

significant thing that happened after three years? 
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R3: There is a lot of cuts. For example, the first three years 5-6 faculty members participated in 

conferences. In the fourth year maybe only one. 

I: Was it due to change in management? What kind of change happened? 

R3: It was in the management mentality. [laughs] 

I: So the management changed their mentality overnight, which is very interesting. It was 

not driven by any external or internal factor, do you think? 

R3: They are looking for financial. When I talked to them, I will give you some examples. Before 

they paid the city maybe 2,000 dinars per month and now they are paying 8,000-9,000 dinars per 

month so their profit decreases. Also ink, paper, security, cleaners, whatever. They are paying more 

now than they used to pay before. I assume their profit has decreased so they wanted to make up to 

stay on the same level. 

I: They can always increase their tuition fees. 

R3: No, they cannot. The HEC will not allow you to increase (over speaking) 

I: Yes, you can put in an application. You will wait for a year to get a response, but it is 

possible. I have done it before. [laughs] 

R3: Possibly. I think they asked, but it has been rejected. They made an application. 

R4: Most of it, yes.  Most of it is because of the situation that we are all aware of, financial.  

Some of it I wouldn’t say is justifiable, perhaps the promotion parts would be one of those.   

R8:     Even the students might get harmed or affected. Really I am looking to have more rights. I 

have lots of rights not being listened or not being taken, such as when I need some benefits, raises, 

advances or overtime. We are cutting costs in this period. This cutting costs harms our morale and 

our satisfaction. These actions need to be taken and they need to be thinking related to the 

situations or our unique conditions in these days. They must take care of our human rights. 

Sometimes these actions are not right (over speaking) situation of Covid-19. 

R9:       To be honest, it [the job] didn’t give me much.  

I:        You don’t feel that you learnt something or gained anything on the personal or professional 

level?  

R9:        I got to know nice people that I interact with…that’s it.  

I:          what did it take away then? 

R9:          it took away all my energy. I have been trying to give as much as I can…the first thing that I 

do when I publish a new book is take a copy to the library and to the outstanding students. I don’t 

sell my books. The publishers do, but I don’t. They give me a limited number of free copies, like 20 or 

so and that’s it. Can you believe that sometimes I buy my books?  

I: If you look at your relationship at the moment with the university, do you feel it is 

reciprocal, that it is a two-way relationship? 

R10:         In my personal experience, I don’t think it is a two-way thing because I feel like I give so 

much more than expected from myself as a part timer so I expect at least a little more back from the 

university. 
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Power Tension:  

Salient Players:  

Top Management: 

I: Was it due to change in management? What kind of change happened? 

R3: It was in the management mentality. [laughs] 

I: So the management changed their mentality overnight, which is very interesting. It was 

not driven by any external or internal factor, do you think? 

R3: They are looking for financial. When I talked to them, I will give you some examples. Before 

they paid the city maybe 2,000 dinars per month and now they are paying 8,000-9,000 dinars per 

month so their profit decreases. Also ink, paper, security, cleaners, whatever. They are paying more 

now than they used to pay before. I assume their profit has decreased so they wanted to make up to 

stay on the same level. 

R7: The dean, because we are not supposed to report to anyone else, only our heads. 

R9: I am not sure who employed me. To be honest with you, I came here through my network. I 

knew someone who was a faculty member here. I spoke to him and expressed my interest, and they 

directly interviewed me after that.  

I: But now you have been here fore a while, from your perspective who do you see as your employer 

now? 

R9: The person that makes decisions is the Dean. Two years ago…or sorry, three years ago, during 

the winter break, I packed my bags to go to the United States and the Dean called me in the evening 

and he told me that he is sorry that the university rejected us and refused to renew the contracts 

due to our age. After coming back from my leave, I went to the university President. I asked him 

why? Is getting old a sin? He said, no, the Dean has the final say in this matter. If you get me a letter 

from the Dean, approving your appointment, I can retreat the decision. I went to the Dean and he 

said that the decision was not his and that the decision came from the Shaikh. I don’t know which 

Shaikh.  

I: I will ask you a question that might sound weird. Who do you consider as your employer? 

Who do you feel you are obliged to? 

R10: The president of the architecture school. 

I: The dean? 

R10: No, not the dean because the architecture school is in the engineering department. The 

chairman. The head of the architecture department. The person who is above that person is 

somebody who heads the whole engineering department and he is a bit of an enigma! [laughs] I 

think that is the same case through all the departments in any university. She is the person I go to if I 

ever need any clarification when it comes to my employment, when it comes to this and that. 

R1: For me, basically I am talking about me, it is the opportunity to grow. If I don’t see XXXXX 

investing in me, trusting me, investing in me in terms of learning and development, I would be really 

demotivated. If XXXXX did not invest in me today to come to the UK and do my PhD, I don’t know 

how I would have gone. What would I have been doing in Bahrain? My personality is built like this. I 
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am someone who is quickly motivated and quickly and easily demotivated. Learning is my top 

priority as faculty. When I came here, I exploited every learning opportunity possible for me to learn 

how to do research. I have been successful in doing my first publication here. It is really important 

that I am taken care of. Taking care of your employee is the key point for me. Of course the aspect 

they can take care of here is the learning and development mainly. Another thing is the trust. Some 

of the top management have this mindset of: no, these young people do not know. I am not young. I 

am talking about the young faculty members who are very ambitious and confident to try to change 

new ideas, communicate what they think should be done, and they are always shut down by the 

older people who are proud of their legacies and do not want to change things that are working for 

them. I have heard many stories of faculty being shot down, especially young people who eventually 

left XXXXX for other prominent universities in Bahrain. 

The Department Head:  

R5: By the university, my employer and teaching, of course, the Head of Department, -  

R5: - the Head of the Department is my employer.  At the end of the day, anything that comes 

with a higher authority, I always consult her; I go to her for final advice on all of these things. 

R1:       It is not the culture because the culture at XXXXX is very friendly. The management is really 

friendly, but the person who is appointed maybe in the wrong position tried to change the culture of 

things going on. Although the top management were happy about how work was quickly 

accomplished in her department, without knowing what has been going on behind the scenes they 

were happy about the final output. They don’t care about the wellbeing of the faculty members at 

that time. I don’t think it is the culture because other departments had a very good relationship with 

their head of department. That made us compare. Why are they being lucky? Why are we stuck with 

this person? There are so many things I don’t want to remember. I was really traumatised by the 

relationship. 

I: But you said that you then had the chance to work with another head of department. 

R1: Yes, and things changed. He was very democratic. Things were very smooth and we did not 

feel the pressure of doing… although we did because we were used to it. We are used to the policing 

system that the previous head of department had instilled in us unfortunately so we became like 

robots. We have to do this all the time. When he came, he did not make us feel that. He gave us the 

freedom to do whatever we wanted to do in our office hours. That was a plus point for us. It is a 

huge shift. 

I: I keep saying institution, employer. If you were asked, ‘Who is your real employer?’ what 

will your response be? Who do you consider as your employer? I know XXXXX university is the 

employer on your contract, but if I ask you: who do you consider as the person or the entity within 

the institution that you need to show or prove that you are doing your job? Who are you 

accounted to? 

R1: First of all because it is an interconnected chain and it is a very small community in XXXXX, 

when you work for your department you are working for the college, you are working for the 

university. If I show my work in the department, it will be reported to the dean of the college and 

the dean of the college will report it to the university. I don’t see myself separated in terms of who is 

an employer or who I have to show myself to because it is a very small community. If we are talking 

about big universities here in the UK, for example, that would be a different point because I would 
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be interested more in showing my work or showing how active I am to the person I directly report to 

who can evaluate my performance. 

R6: Hmm [laughter].  You are accountable to the Head of Department, I guess, and he would be 

the next person.  But the person after that would be the Dean.  But in reality, yes, I think the Head of 

Department would run the show and knows what you can and you can’t do –  

I: And shape your relationship with the institution?  Do you think that your relationship with 

the institution is shaped by the Head of Department? 

R6: I would say the Dean, -  

R8: Of course it is who is related to our department, which is our dean. We need to report to 

him and we want him to provide a commitment to what we require from him. He is the dean for our 

department so what we do as a job responsibility or team responsibilities or any activities, we want 

to make our department have a very successful or higher rank than the other departments. 

Student-Centred:  

R2: When you asked me about my responsibilities towards the university, I can think about my 

contractual responsibilities towards the university, but when it comes to my obligation towards 

performing my role then it is mostly towards the students, if you don’t mind me saying. When it 

comes to the university, I have to disclose my assessment methods, my course syllabus, other 

information associated with student advisory.  

R10: I am not really looking for anything financially to satisfy me right now because I just get paid 

twice a year per term. That is not really (over speaking). I like to see my students improve a lot. That 

is really what I love to do. In a way it is like research. Whatever I find interesting, I apply or I push in 

the students’ work. It is fantastic. It is like research for myself in a way, especially when it comes to 

design, and to test out what the region sees as acceptable or not. Also what I really find satisfying 

from teaching is I have come to realise I have gained a lot of skills in managing students with 

different abilities, from those who feel they don’t have much to offer to those who are extremely 

ambitious. I am managing this huge group of students. I teach approximately 50 students, not just 

design but across all the subjects I teach. I myself was quite shocked. It was very challenging to 

manage so many students and make sure you allocate as much time per student as you can as an 

educator, which I think is a big weakness of [university]. There are so many students in some 

subjects and you have less time to have conversations. 

I: Being a public university and almost free, the number of students you have is huge. These 

are things that you offer yourself, but what are the things you expect the university to give you in 

return? 

R10: They have given me a lot of opportunity now with teaching subjects which require so much 

more research and so much more knowledge. In terms of what I expect from the university, I am still 

waiting for that call to say my full time application has been processed. Even if it were to be 

successful or unsuccessful, I am still waiting for that. I am still a bit uncertain. What I expect from the 

university I am not really sure because I never saw myself as an educator in the beginning. That is 

slowly changing over time so I am not really sure how to answer your question as to what I expect 

from the university. I wish I expected a bit more security as a part timer. Part time work at the 

university isn’t a joke. It is very time-consuming and quite draining sometimes. A bit more financial 

or even medical insurance would have been excellent. Is this the question you are asking me? 
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I: Yes, these are things you can expect. 

R10: Maybe get paid more than twice a year, which is quite demotivating sometimes coming 

from studying so long and working so hard to graduate from those institutions I have been to. 

I: That is a tangible return you would expect. What about intangible returns? To what extent 

do you feel acknowledged, respected, trusted? 

R10: Acknowledgement would be great, but architecture schools or design schools are so 

different from other schools. I am just going to say it. It is highly competitive between the tutors. It is 

quite political as well. I am not used to navigating through these political undercurrents in the 

university. Definitely more acknowledgement, but I don’t expect much from the university because 

the students themselves give me that even if they don’t express it themselves. Seeing the 

improvements they make in itself is extremely rewarding. That is it, really – what I expect from the 

university. 

R10: I don’t think the institution makes a lot of promises. They are not very misleading. It is not 

ethical even for them to make promises they can’t keep. It was great in a way that they have allowed 

me to take on more responsibility in teaching higher in terms of technicality subjects of that nature. 

They promised me that from the beginning. I always told them, ‘I don’t think I am suited for younger 

students because they will not be able to condition themselves to my (over speaking) the minority.’ I 

thought it would be the majority, but the minority because students are very eager, especially if they 

know they have a tutor who can offer more than what is being offered to their peers. Especially at 

[university] there are some very ambitious students. That is really it. 

R2: No, never promised anything. I have an expectation, not a promise. Not even an 

expectation. It is more of a hope. I hope to follow in your footsteps and apply for my PhD very soon 

and I hope that they consider sponsoring that. Other than that I have nothing else. 

R7: Yes. There was a situation two years back. They gave a chance to go full time, but it didn’t 

happen. There are some other reasons. Now the current situation has also affected that. I didn’t run 

behind it. The reason I told you if I become a full time, it really affected me a lot. Then I feel it is 

okay. For me as a person, now I am thinking: try to be happy with what we have. I always feel God is 

giving me something to go forward. I feel that is the best for me. Instead of planning too much, 

better to go the way it comes. 

R4: [Pause] Okay, it’s a very interesting question, to be honest.  On paper obviously, I am 

accountable to the institution itself, the XXXXX.  But there are two entities that I would say I’m kind 

of accountable to as well, or I feel responsibilities to.  One is obviously the students; I have this 

responsibility that if I don’t feel like I’m doing the job right, the first thing that comes to mind is what 

do the students think and not what does the institution think.  They’re kind of linked, but I feel more 

responsible towards that.  Second is my line manager – sorry, my Head of School – who is the person 

that puts trust in me to come in and deliver and develop the course, and so I feel that accountability 

that I need to deliver because they trust in me to do so.  But of course, I realise that on paper, it’s –  

R10: I never really see the students as… These students come from [university]. Even some tutors, 

some course coordinators, my superiors tell me, ‘These are Bahrainis, don’t expect…’ I am half Saudi 

so I find it a bit insulting. ‘Don’t expect too much. You shouldn’t push them too hard.’ I don’t see it 

that way. That would be a severe injustice and that would be wasting my own time. I am a part time 

instructor. I could have been doing better things with my time. Pushing the students is one of the 

most difficult challenges that I had to deal with because a lot of them would complain about me 
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pushing them, giving them too much workload or teaching them in a way that was different from 

other sections or other classes in design. Those were really the main challenges, but I think I got the 

confidence of the department. I like to think I did. I think they have given me that freedom to teach 

in my own way. I have always stuck to the syllabus. I don’t ever deviate because I am also pragmatic. 

It is not going to be constructive if I didn’t stick to the syllabus. 

Business Circumstances:  

The Disruption of Online Teaching:  

I: Due to the Covid-19 situation it is not something that is only applicable to your institution. 

It is applicable to all of us who work in higher education. It affects everybody. Talking about Covid-

19, to what extent did Covid-19 change the nature of your job as a faculty member? Did it impose 

any additional responsibilities on you? How did it change the nature of your job? 

R2: Going from face to face teaching to online teaching has made quite a few changes to us. To 

begin with, when you are face to face you can read people and read their reactions. The simplest of 

things is when you explain something and see their facial reactions. You realise that they understand 

or you need to stress more on a certain point. The students contribute more when it is face to face 

in the class setting. There are less distractions and I can tell that there are less distractions. When it 

comes to our responsibility, we had to completely change. It was a paradigm shift in teaching. We 

had to completely change the way we deliver and it happened overnight. There was no preparation 

for it, but the university – to their credit – have immediately conducted many training sessions to 

allow us to adapt to the new situation. We started teaching online, assessing online, communicating 

online. That personal relationship with the students has definitely weakened. Assessment methods 

differ. We used to be able to test them or give them an exam and we can’t do this any more. Other 

assessment methods such as case studies and presentations are not effective as much, but you can 

still conduct them online. When it comes to our experience, the changes that happened are quite 

significant. 

I: You still need to prepare for the classes, it is just the response that you get, staying in 

touch with the students and assessment of course is a big part of how you evaluate your students 

and their achievement. Looking at the relationship that you said you have with the institution, 

that has been evolving around seven years now. As you were progressing through this 

relationship, who are the main sources of information – the key individuals that you turn to when 

you are not sure about something, when you want to ask about something or have a question? 

R2: I immediately go to my direct reporting line superior which is the department chairperson. 

R9: No, it doesn’t, especially in the current situation of the Corona, because there is no face-to-face 

interaction. You cannot tell…you only get to know people when you see them. When you see people 

face-to-face you can communicate with them. That’s why I asked you to see me in person, so that I 

can see your facial expression and your body language. I can’t see any of this when we meet now, so 

I don’t know what is going on.  

I: A day in your career at XXXXX that you do not forget. 

R5: [Pause] You see, I think the transition that we did last year in February when we converted 

all from physical teaching to online teaching, this was a wake-up call for everyone in terms of 

adjusting themselves and their teaching systems.  I have to be very honest; when this happened, I 

got so frustrated because I had projects, I had deadlines myself.  And training myself to teach online, 

to renew applications and systems was an additional responsibility that I was not ready for.  I’ll be 
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honest with you; I reached a point where the semester was still in the beginning, we only finished a 

month, and I was so close to saying “You know what?  I’m going to quit.  I’m going to have them hire 

someone else or take these courses by someone else because I can’t take these further 

responsibilities and I’ve got my other projects and other responsibilities to handle.”  But then, I 

realised I’m not a quitter, and understood the challenge is myself.  And all I did was really sit in front 

of the laptop and review all the tutorials and everything about Microsoft Teams and Blackboard and 

so on, and in less than two days, not that I mastered it, I was even able to teach the other faculty 

members of how to use Microsoft Teams and how to share their files and Sketch and things like that 

for the students.  So, everybody was appreciative of that, it was like “Mohammed, come and teach 

us,” because I’m a part-timer and I continued to learn something new, and then I started to teach it 

to others.  And I realised how everybody in such a situation became so close as a Department, like a 

family, regardless of being on different courses and so on.  Full-timer or part-timer, we all became 

very equal.  That made me totally look different at the Department to realise that “You know what?  

This Department have very good social connections and bond with each other.  They all have a 

mutual understanding and respect, and this is something you don’t get everywhere.”  So, there’s a 

part that I respected as well, and the part that totally changed my perception, “You know?  I’m not 

leaving, I’m staying. [Laughter] I’m taking my courses.” 

I: Do you think that there was something that you needed at that point?  What kind of 

support you needed at that point that you didn’t get from XXXXX, moving from face-to-face from 

online?  It was a shock; we all went through it, nobody was prepared for it [laughs]. 

R5: It was a shock. 

R5: Support was available.  Exactly.  Support was available.  Myself personally was not willing to 

accept the additional tasks and responsibility because of my time restrictions and my other 

obligations.  I psychologically prepared myself to only teach these courses, I go to the university from 

eight o’clock until twelve or until one or two, teach the courses, finish with the students and then 

leave.  And then of course, the courses that I was teaching did not have corrections.  Even if there is 

going to the corrections, students present during the class, I put my grade, I put my comments 

within the class and everything’s done, so afternoons were all my time for my other jobs and 

projects and commitments.  But with this, it required me to dedicate myself more than two hours a 

day to enlighten myself with this new system.  And at that point, I was not ready, I was like “I can’t, 

this is a lot of additional burden that is not worth it for me to take.”  But I sailed through it; it was 

just the spur of the moment, I would say, there were just two or three days that I was very negative.  

The moment I started looking at things positively, I managed it perfectly and then I continued my 

courses without any difficulty and we finished the semester perfectly. 

The Financial Health of the Institution:  

R1: As you know, the environment in Bahrain especially when it comes to higher education has 

been changing and there have been many competitors. There are many new universities, private 

especially. In the beginning XXXXX was the first private university in Bahrain and we were very proud 

of it. 

R1:         In recent years before I came to the UK three years ago, XXXXX had some financial difficulty. 

You must have heard. They had to cut down the salaries. They were downsizing, they were 

restructuring. All of this unfortunately does not help XXXXX with its image. It does not indicate how 

willing they are in pursuing their obligations of sustainability and caring for the wellbeing of the 
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employees. It doesn’t help. That is one of the barriers to XXXXX achieving their strategic objectives – 

having a good relationship with the faculty. 

I: 1 is low, 5 is high. From 1 to 5, how would you describe your satisfaction? 

R8: My god. Less than 3. 

I: Has it always been like this or did something happen? 

R8: No. Our situation was very successful and satisfying, but when we passed through Covid-19 

this year, we faced a lot of issues related to cutting costs and this made us very disappointed. If you 

balance our jobs and responsibilities that you handle and add additionally to that increasing your 

overload, equally reducing your pay rate, this needs to be concerned related to our situations. I am 

sure all work now face these types of situations and more clever and more efficient or effective, but 

not harm people or taking their rights. It is not fair to do that. 

R3: They are looking for financial. When I talked to them, I will give you some examples. Before 

they paid electricity maybe 2,000 dinars per month and now they are paying 8,000-9,000 dinars per 

month so their profit decreases. Also ink, paper, security, cleaners, whatever. They are paying more 

now than they used to pay before. I assume their profit has decreased so they wanted to make up to 

stay on the same level. 

I: They can always increase their tuition fees. 

R3: No, they cannot. The HEC will not allow you to increase (over speaking) 

I: Yes, you can put in an application. You will wait for a year to get a response, but it is 

possible. I have done it before. [laughs] 

R3: Possibly. I think they asked, but it has been rejected. They made an application. 

R4: So, [pause] very good question.  I would say there is a challenge that is open between CEO 

and his staff.  The CEO does a nice thing called ‘Coffee with the CEO’, so he does that on a monthly 

basis.  But it feels like whatever’s being said, it’s almost as if the institution’s hands are tied.  So, we 

do channel through our concerns, but not many things happen per se.  So, perhaps more action 

[laughs] would be my answer. 

R4: Most of it, yes.  Most of it is because of the situation that we are all aware of, financial.  

Some of it I wouldn’t say is justifiable, perhaps the promotion parts would be one of those.   

R8:     Even the students might get harmed or affected. Really I am looking to have more rights. I 

have lots of rights not being listened or not being taken, such as when I need some benefits, raises, 

advances or overtime. We are cutting costs in this period. This cutting costs harms our morale and 

our satisfaction. These actions need to be taken and they need to be thinking related to the 

situations or our unique conditions in these days. They must take care of our human rights. 

Sometimes these actions are not right (over speaking) situation of Covid-19. 

Downward Communication: 

Bureaucracy and Hierarchal Structure:  

I: If you would evaluate the time you allocate to teaching with the time you do 

administrative or other tasks, how would you split it? It is 50/50, 75/25? How would you describe 

the split in terms of responsibilities and the time you spend? 
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R1: The time is split according to the meetings you are expected to attend. That was one of the 

factors that decided how we allocated time to those committees. It was based on meetings that 

happened, for example, bimonthly or every three months, for some of them every month. That was 

one thing. Another thing is the head of department sometimes decides you should be here, you 

should be doing this. They were the ones who were allocating the time for ourselves. We had to 

achieve the activities required. Pretty much we did not have a great power to say, ‘No, I am not 

going to do this.’ The committee came first. There was little time for me to prepare lectures, for 

example. My previous head of department was this lady… I imagine this is one of the questions that 

will come up later. She pretty much didn’t give us any power to decide what I am going to do with 

my office hours. My office hours did not belong to me, I did not have that much freedom to decide 

what I had to do. I prepared assessments for my students. She dominated fully my office hours. 

I: This is one of the things I am looking at: the autonomy or independence that faculty 

members have in terms of how you perform your responsibilities. Do you think this is something 

specific to the line manager that you report to or this is the culture at XXXXX? 

R1: I am not sure if it is the culture because it was much dependent on the personality of the 

people holding the responsibility. For example, after three years we had another head of 

department who was a guy. Much more flexible, much more experienced in dealing with faculty. We 

felt more comfortable saying what we had to say. With our previous head of department, she was 

older. She had a good relationship with me and she felt that she could be a close friend, which I 

didn’t want because she interfered with many things that we had to do, even my time in doing the 

proposal for my PhD thesis. She did not leave any chance for us to do what is best for our personal 

development. You understand how difficult and frustrating the relationship was.  

R1: Within that we are in a top-down hierarchy in higher education. It is the top management 

who decides what to expect and what we as employees should expect. We do not have a say in what 

we should expect. They dictate that to us. If we have any power, I am not sure. 

I: If you look back at the past years that you spent with XXXXX university, can you recall a 

moment when you felt: that’s it, I am going to give up, I am going to leave? Did you go through 

these moments? 

R1: Absolutely, but it was mainly because of my head of department, because she was 

interfering in my job, in my personal relationships. She wouldn’t stop calling me even at night. She 

was slaving me. It was a slavery relationship. If you go to XXXXX or talk to anybody, give them my 

name and my relationship with my previous head of department, they will shock you. I was a slave 

to her. That was one of the moments that I decided I could leave. 

R3: My immediate superior. When I was a dean, I worked with the VP. I have to go to the line of 

management. I had to go to the VP and now I go to the programme head or the dean. 

I: Now we are getting to the psychological contract, Professor XXXXX. You mentioned a 

number of things that I find very interesting. You mentioned that you are satisfied with the 

relationship you have at the moment with the institution – however, because you made it work. 

When you were a dean, you were not at happy. I am trying to restate what you said. 

R3: When I was a dean, the first three years I was really happy and working very well and got all 

the support I wanted, but when the university got into some financial… and they wanted to look at 

the financial… I found the support has decreased, not as I used to be supported for three years so I 

said, ‘I cannot carry on,’ because if I want to have success in my work I need enough resources to 
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support the element of success. The resource is not very much available for me. When I saw the 

college is not doing as much as before because of the resources, I said, ‘That’s it.’ 

I: So in a way, you redesigned your contract with the institution. You felt that it was not 

working due to resources, you felt that you didn’t have… 

R3: As a dean, not as a faculty. 

I: So you redesigned the relationship. You were a dean and you felt that it is not working 

because you don’t have the resources, you don’t have what you need in order to be the kind of 

dean you see yourself. You negotiated and said, ‘I am going to be a faculty member because I 

know the limitations of being a faculty member and the relationship will work better for me as a 

faculty member.’ 

R3: You are a good psychologist! 

R4: So, we get the chance to pick courses we prefer to teach; that also depends on the 

availability of staff.  So, more often than not, I do get my preferred courses. 

I: Okay, so do you think that this is something that is special in your department, or this is 

the general practice within the institution? 

R4: This is the general practice, although I do not think it’s a rule per se that everyone should 

follow, but it’s something that is done across departments.   

R5: They’d always consider the hierarchy position, that they’re PhD holders, I’m a part-timer; they 

always say “Okay, we know teaching, you know practice, stick to that,” [laughter] [overspeaking].  

But I get that sort of well, I made my point and I’ll leave it to them to decide.  I’m not the type that 

wants to create an argument; I’ll state my point in a very diplomatic way and I leave it to them to 

decide.  They might acknowledge this for the next semester or so on, if they did not it’s their call at 

the end of the day. 

I: That’s fine [laughs].  So, the reason why I’m asking these questions is trying to understand 

to which extent you feel that you are empowered, that you have a voice in doing your job and the 

wider scope within the institution. 

R6: You can discuss your ideas in the Departmental Council headed by the Head of Department, 

but to a certain extent we don’t get to say much because at the end of the day, the Head of 

Department is the person in charge of taking the decision.  Although it is voted for in the 

Department, if it reaches a point where it is being an open discussion, but we follow the big book 

rule; if the Head of Department feels this is against the university policy, then you don’t get to 

change it.  You can raise your objections, it will be minuted but no serious action will be taken unless 

all the Departments agree on certain points, then if it’s that serious maybe the Head of Department 

will take it to the College Council.  But you see, the hierarchy of the University needs to go into 

several meetings from the Programme Meeting to the Head of Department Meeting and then to the 

College Council, and then to the University Council. 

I: Do you think this is due to the fact that your institution is a huge institution?  Do you think 

that size matters, or this is a culture? 

R6: Size matters, but also sometimes you would face objections without grounds, especially in 

the college level.  The Department is the best person to act on its own problems because you have 

the expertise in-house.  The objections that we sometimes feel from the College Council is without 



271 
 

any good grounds because they are not teaching the subject or they are not dealing with the status 

on the daily basis.  So yes, size matters, but also background matters, and also sometimes 

mentalities.  You have very senior members in the College Council that are not flexible as much with 

the decisions, who want as I said to follow the rules and just finish the matters on how all things 

were run in the old days. 

I: Dean. 

R6: - because the Head of Departments keep changing; they are there for two years or four 

years, but the Dean stays for a bit longer.  And he would have a longer record of your employment, 

and he can object or forward something that comes from the Head of Department. 

I: Bypass? 

R6: Yes.  So, I think the Dean is stronger to me as an employer than the Head of Department, but 

the President is now getting in the picture because he’s too far to be reached, not as direct as the 

Dean where you can just –  

R10: The facilities themselves. The teaching style is really outdated. There needs to be more 

cross-collaboration between part timers and full timers and for it not to be some sort of hierarchy 

because at the end of the day we are given the same responsibilities, but because it is full time they 

feel they have more to say or what they have to say weighs more than what we have to say. That is 

really important because in any department which wants to go up in the ranking or even rating or 

research, that really needs to happen. 

Superficial Institutional Dialogue: 

R2: You asked me how I feel about being involved in the risk management committee. It felt like 

our recommendations were not really followed through by the university executives and 

management. The university is very young. It started in 2003 or 2003, which in the life… 

R2: You can look at it that way and make it sound impressive or you can put it into context (over 

speaking) 20 years, which means if you compare it to other institutions it is a child, it is an infant. It is 

still trying to find its path. A lot of the university decisions are based on necessity and not luxury. 

[laughs] 

R4: So, I find it very clear what I’m supposed to do.  What isn’t as clear is as an Assistant Tutor, 

am I supposed [laughs] to do all of that?  Meaning given the current context, and as I said, the issue 

of staffing and whatnot, this is getting fixed at the moment – and given the issue of staffing, as 

Assistant Tutors we might be doing more than Assistant Tutors should be expected to do.  But this 

situation isn’t made very clear to us, and it’s made our choice to basically fill in for missing tutors 

until staffing is back to normal.  To answer your question, it’s very clear to me what I am supposed to 

do. 

R4: Yes indeed, that’s something that is – how am I going to say this – it’s always in my inbox 

[laughs], if I may.  So, we’re always being asked to provide our interest in terms of what kind of 

personal development we would like to do.  So, they are aware of that.  But the actions being taken 

perhaps are not always in line with what we want to learn or develop ourselves with.  But are they 

aware of the fact that we need personal development?  Yes, indeed they are. 
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R4: Straight to my line manager.  So, the environment is very friendly in the XXXXX, so it’s very 

easy to talk to the manager or his manager or the CEO is always the open-door culture.  I literally can 

just walk in and ask a question, and it’s always very friendly, so it’s very easy to ask any question or 

clarify anything. 

R4: I would say there is a challenge that is open between CEO and his staff.  The CEO does a nice 

thing called ‘Coffee with the CEO’, so she does that on a monthly basis.  But it feels like whatever’s 

being said, it’s almost as if the institution’s hands are tied.  So, we do channel through our concerns, 

but not many things happen per se.  So, perhaps more action [laughs] would be my answer. 

R6: Well, we are keeping our hopes high [laughter].  The university has shown improvement, but 

not as good as it was ten years ago.  The new President is having an open office culture where you 

can go and discuss ideas, bring new research opportunities and he would fully support it so that’s 

rewarding.  You would be heard, but some objections are always there and sometimes from within 

your own department and then your own people.   

R8: For example, when they assigned us for some roles or responsibilities they sent emails and 

contacted us. We have been called for a general meeting or a monthly meeting. We discussed some 

problems and they respected our feedback and suggestions such as on security. 

R8: I would like lots of things. For example, I would like to be one of the decision makers solving 

some problems, and they listen to my voice and look at problems from my perspective. Most issues 

are more close to the persons who are concerned. These issues sometimes are not discussed in the 

way of a team with different perspectives. They need to take these different perspectives when they 

put solutions for any problems we face in the university. Sometimes some of the rules and 

regulations and policies, we don’t have a hand on these policies. We don’t have a voice related to 

these policies, but it is very important. These policies need to be implemented by the staff so at least 

they need to take their voices into consideration, what is the consequences of implementing these 

policies and procedures. 

I: So you feel they are not justified, there is no justification for these actions? 

R8: Yes, that’s right. If they took some decision, they need at least to prepare us. For example if 

they conduct circle meetings or they must mention what is the reason they are taking these policies 

or routes. These roles or policies are sent by email without looking for feedback. This is not right. At 

least need to be involved your staff related to any policies or regulations related to pay rates or 

cutting costs or increase of our loads. 

R4: It’s a very good question, and I wish I had the answer to that to make it at least clear 

whether or not the same appreciation level exists.  I know that the institution does appreciate the 

staff, it’s evident in the actions that they take.  But the reason why I’m saying this, if I can give you 

just a little bit of background, is because why I teach Game Developments, I see it as the way 

forward, it’s supposed to be developed into a programme per se.  It’s a little bit more difficult to 

take it forward, the reason being more attention is put on other aspects or other problems per se.  

So, the feeling is mutual between myself and managers.  I suppose the communication is the thing 

that is lacking at the moment between myself and let’s say the higher management. 

I: This means that there are some good qualities that the university has. What are these good 

qualities? 

R9: To be honest, they listen…even if I go to the Dean everyday with complaint or a comment, he will 

listen and allow you to talk. Regardless he solves the problem or not. 
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Documents, Policies and Procedures: 

R1: The first thing is the regulations and policies and the manuals that the university has 

produced. One of the advantages of being under my previous head of department’s control or being 

supervised by her is that she made us literally memorise every single policy in the university by 

heart. I know everything we are supposed and not supposed to do. Imagine that. We spent nights 

preparing this for the quality assurance who came to XXXXX to evaluate our programmes. We were 

doing greatly at that time. That was 2014 or 15. We went through hardship with her, but we learned. 

We knew more than the top management what we were supposed to do. That is in my department. 

When I compare myself to the other departments who were not doing… We were number one in 

the administration in how we accomplished our tasks. When we compared ourselves to other 

departments, they did not know much about what they were supposed to do. It was because we 

were in this relationship that we had to memorise all the policies by heart, we had to apply them. It 

wasn’t only memorising, it was application at the same time, hand in hand with reading all the 

policies. I pretty much know my responsibilities from that. I am pretty sure we did not miss (over 

speaking) 

I: If you are looking for information, if you want to know what are your rights, what are your 

responsibilities, who do you go to? 

R6: We have an orange book –  

I: [Laughs] Orange book, I love that.  The orange book! [Laughs] 

R6: The orange book.  It keeps updating and HR has been responsible for updating that 

document.  And also, XXXXX office which is responsible for higher education members and all the 

faculty members, he is the person, his office is responsible for publishing that book and also putting 

all our appraisal forms and guidelines. 

R8: Yes, I know my job well. The job responsibility is set by the quality department. We fill in the 

forms related to the absence of students. All of these procedures are clear inside our institution. I 

am sure every tutor knows well his responsibilities and what activities he needs to do to support the 

students. 

Conflicting Work Ethics: 

Gossip:  

Office Politics: 

R2: The department chairperson changed three times while I was in the institution. I started 

with a certain doctor. She was very competent and knowledgeable. She was a competent leader and 

a good teacher, but she had a lot of conflicts with the institution. That put me in a very difficult 

position because as a part time teacher when I first came in, I did not want to… 

I: Get involved in office politics? 

R2: Yes, to a certain extent. In order to appease both sides, it was very difficult because the 

department chairperson did not see eye to eye with the university council that runs the affairs of the 

university. I tried to play safe. That department chairperson then moved on to a different university, 

a different department chairperson came. She was very hands-on, applying policies and procedures 

to the extent where even her colleagues and people within her level at department chairperson 

were very frustrated with how precise she is when it comes to work, which I admired and 
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appreciated because I am a very conformative sort of person. Then a total change happened where 

we got a very non-hands-on, very macromanaging department chairperson after that and the 

whole… To put it into real life situations, from a department chairperson checking every question 

within my assessments to check it conforms with the policies of the university to someone who signs 

off on my verification without even looking at my assessments was a huge difference. I am glad that 

my foundation was based on the more restrictive micromanager because that made me very diligent 

in my work and have attention to detail, but then I got someone who gave me the liberty to change 

so much within the curriculum, change so much within the assessment methods and clearly told me, 

‘You are the lord of your domain.’ [laughs] 

R2: He treated us in that sense. He treated me in that sense anyway. I had a lot of liberty when it 

comes to changing aspects about the delivery of the course. Now the last department chairperson is 

in the middle. He is not someone who is hands-on. I have had various relationships with (over 

speaking) 

I: So you think the change in personnel or the personality of the department chair influences 

the relationship you have with the institution as a part time faculty. Does it have an impact? This 

is at least what I am sensing you are saying. 

R2: 100 per cent. They are at the end of the day the barrier between… The person you report to 

is a buffer between you and what is beyond – the authority beyond. Whatever way they treat you, 

how they lead the team, regardless of the institution, is going to reflect upon your performance. 

R7: I tried in school. I will tell you something. I don’t know whether it is useful for you. 

Nowadays there are lots of ways to finish PhDs. There are many ways, but I don’t believe in such 

ways. If I get an additional degree to my life, I want it with my respect – 100 per cent with truth and 

respect. I believe in that. That is why if I don’t have it, it is fine. I don’t mind, but if I am doing it, it 

should be in 100 per cent true ways. 

I: You want it to be rewarding for you, a degree that you will learn from. 

R7: Yes, of course, because when we go for some other options the problem is maybe you will 

get a degree, but it is a disrespecting thing because education is something that makes you good or 

powerful in all ways. Just by spending money and making a degree, it is not worth. I don’t believe in 

that. That is one thing, but a PhD of course is a powerful thing. If I can get it, I don’t think I will 

become a better instructor, but maybe job-wise I will get a permanent job or a better position. 

I: Especially in the academic field in Bahrain, getting a full time job without a PhD is difficult 

although I don’t think it makes you a better faculty or a better instructor. It makes you more 

qualified, but not a better instructor. 

R7: Qualification worth is better, but just by getting a PhD I don’t think they are going to become 

a perfect instructor. What is going to happen? If a teacher doesn’t know teaching, they are never 

going to learn teaching. That is the truth. Just by doing a PhD, are you going to learn extra skills? I 

don’t think so. 

I: Ok. In your opinion what role does the Head of Department play in defining your experience as a 

faculty member?  

R9: It depends on the personality of the Head, his leadership style. Some have a democratic 

leadership style other are autocratic.  
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R9: We also have a leadership centre at the university, they meet without inviting me, although this 

is my area of expertise. I spoke to the Dean and asked him “why they don’t invite me”.  

R9: He told me that he will speak to somebody, but I still did not see anything…maybe by next term 

as we are now on a break…I don’t know.  

I: You have been working here for more than three years. Is this change recent?  

R9: Yes, it happened with the change in the department leadership.  

I: This means that the Head of Department does play a clear role? 

R9: Yes, he does. I think that having an Arabic Head of Department is very different from having a 

foreign Head of Department. An Arabic Head would understand our circumstances and would 

understand our culture. He would know how much I can give… 

R9: No. I will give you another example. During my first two years here, I was surprised to know that 

the Head of Department did not renew my contract because the course coordinator told him that 

the students complained about me. Students did not complain about me… no way…and if they do, 

they would go to the Head of the Department.  

I: You do not have a grievance procedure?  

R9: No. The Head showed up to my classroom and said that he would like to speak to the students. I 

started teaching for like 20 minutes and then he left. I was really upset and discussed this with his 

deputy. I told the deputy that what he did was not acceptable. He should have informed me and 

coordinated the class visit. He said that he will talk to the students, but he didn’t. I think she spoke to 

him and he didn’t like it. This is why he did not renew my contract.  I went to the Dean and told him 

that I heard a rumour that my contract will not be renewed, nothing official though. The Dean said 

that the Department Head claims that I don’t have any publications. I told him that I wrote four 

books in that year, this is besides my writing in the news papers and my community service…I give 

workshops. He asked me to bring in my books 

I: Four books in one year! Mashallah  

R9: I write a lot when we have breaks. I have a huge library at home with 3000 to 4000 books, so I 

have no issue in writing. Whenever I feel like writing something, I pull out the references and I do. 

Anyway, I got him the books and a colleague confirmed that the books are issued the same year and 

that they are good…he doesn’t read Arabic. He told me that the decision was made…I will try but I 

don’t promise. After a while, someone left the faculty and they renewed my contract. What I am 

trying to say here is that things can be personal.  

R9: You see, at the current situation where not many people are on campus, there is a very limited 

number of people that I get to see. One of them is a faculty member that used to be my student. I 

really used to like him because he was an outstanding student. He makes me feel proud. We also 

have an employee in the IT department that I consider like my daughter. I always have issues with 

blackboard, I ask for help but get stuck from time to time. This young lady always help me and I 

really respect her. She once told me that she is doing her masters and once I could not find her and 

they told me that she sometimes go to the library to get some references for her studies. Some time 

ago I had a class for this individual student that I have to teach, I wanted to start the class and MS 

Teams did not work. So, I needed someone to help me and I went to look for the IT employee and I 

could not find her. I saw the faculty member I used to teach outside standing with the Dean and I 

told him that I need someone to help me solve my IT issue because I could not find the IT girl, I 
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thought she might have an assessment. I had a class, and I did not want to be late. The same guy 

offered me help. After few days, the girl came to me and she was very upset. She thought that I 

went to the Dean and told him that she was absent. She thought that I was complaining about her, 

although I really like her.  

I: what you are trying to tell me is that here you need to be very careful about everything you say.  

R9: I apologised to her and tried to explain that I was not complaining and I just needed help to catch 

up my class. I asked her who told her that I complained, but she did not tell me. I thought about it 

and I think that it must be the faculty member who helped me. She was upset.  

I: Do you think that someone took a point or an action against her?  

R9: I don’t think that they took an action against her, but they talked to her. I even told her that I am 

sure it was that faculty member who said this to you. I did not mean to say that you were absent to 

take an assessment…I told her a funny story to explain that sometimes people misinterpret what you 

say. It was just a lack of communication  

R10: I spoke to one of the tutors who I really trust, a full time faculty who I consider as a mentor, 

and she told me, ‘That was inappropriate what they did to you. Knowing [university] and knowing 

design, there is a lot of petty politics that happens. It is competitive as well.’ 

R9:       He [the President] asked me how will I add value to the university? I told him I can serve the 

university with my pen, because I am a writer and an author. I wrote an article about private 

universities in Bahrain in the newspaper and he came the next morning to the office and he showed 

the article to the staff saying, she just came two weeks ago and already wrote about us in the 

newspaper…I felt that he made people hate me. The way people feel about me will change. He also 

told me that he promoted me and made me a Dean, but without additional pay. I was fine with it.  

I: So he gave you a title, without any extra pay.  

R9: Yes, I signed few papers as a Dean, then went to Kuwait to participate in an exhibition for the 

university. When I came back, I was shocked…he asked me if I met the new Dean! I asked which 

Dean? He said, we got a new Dean because they want someone with blond hair and blue eyes. I told 

him, you know what…I don’t like to work like this, and I submitted my resignation. What made me 

even more furious is…I was very honest with him…I am an honest woman…when he first hired me, I 

told him during the interview phase that my computer skills are poor. I took few courses to improve 

my skills, but I have a weakness in using computer. I attended a workshop at a different university 

for one day and I did not finish it because it was advanced. They gave me a certificate though. I told 

him that I can lie to you and say, I have this certificate. But to be honest, I don’t know how to use 

computers well. He told me not to worry about it and that if I become a Dean, I’ll have a secretary to 

help me. When I resigned, he said that I lied to him about my computer skills and told him that I was 

an expert in using computers. This really made me angry and I told him in his face that he is a liar. 

Then they kept calling me saying that I have some money left that I should collect, to return back. I 

told the accountant, even if I had some money that I should be paid…I don’t want this money.  

I: this means that as an employee, you value honesty. Honesty is very important to you. 

R9: Yes, honesty, decency and integrity…values are very important.  

I: So you are willing to accept a job, even if the pay is less than what you are getting, as long as you 

feel comfortable and at piece.  
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R9: Yes  

R9: I’ll give you an example. We had a Head who in his first visit write negative feedback about my 

teaching. I did not argue with him as this is his opinion. After a while, I wrote an article in the news 

paper based on his request. After this article I got a 100% rating in my evaluation. This shows that 

things are personal. I did not get to change my teaching this much from one term to another…I got a 

full mark.  

Social Comparisons:  

R1: One of the things I like here, if I were to compare, is that faculty members have TAs. I am not 

sure about your new university. 

R1: Can you imagine my supervisors’ teaching methods? They teach one course and they have 

six TAs doing their marking and tutorials and everything. They are still complaining because they 

don’t have time for research. Can you imagine that? I am telling my supervisor, ‘Come to Bahrain 

and watch us suffer!’ 

R1: I felt that there is a language barrier because most of the students are Chinese here. There 

was a language barrier with some of them, but it was quite easy and I felt: oh my god, this is a small 

group. I know they are 200-300, but every TA gets a small group. It is easier to facilitate and 

communicate the tasks. Compared to what goes on in Bahrain I think, oh my god, we need a whole 

restructuring to make it easier for us, to make us at least love our job. I love my job. I love teaching. I 

love my relationship with students. I don’t mind that, but it is the admin work, the mistrust of the 

organisation, the unappreciative behaviour of the people in leading positions that makes it really 

hard to keep on going. 

R1: I am not sure because when I compare – unfortunately, I always compare – I can never rest 

because I have expectations. When I compare myself to, let’s say, XXXX university, how they are 

investing in their employees, even when it comes to my accommodation here, there are many things 

that are not covered by the university. All they are doing is they pay the fees. When I compare, I feel 

unappreciated. There is an imbalance for sure in how they appreciate their employees. 

R5:     When it comes to the teaching part, we have the exact same obligations as the full-timers, no 

difference in terms of the course syllabus, in terms of respecting the lecture timings and submissions 

of the students and the monitoring, the reviewing.  And even the grading process and at the end of 

the semester submitting the course file and the grading reports; it is exactly what the full-timers are 

doing.  There is no difference than what a part-timer should do, there’s no flexibility or lesser 

pressure given to the part-timers, it’s the same sort of task.  The only thing that full-timers have 

extra would be basically their involvement in committees and other administrators, work that 

they’re required to do in addition to their regular papers and research that they do.  But when it 

comes to the teaching part, it is exactly the same obligation. 

R9: I have exactly the same responsibilities that full-time faculty have. I attend meetings, I report on 

students and courses, I participate in committees, I participate in extracurricular activities such as 

national day celebrations and that sort of things. So, my responsibilities are the responsibilities of a 

full-time member.  

I: So, what is the difference now? Are there any tasks that you no longer have to do?  

R9: Nothing changed. Even the teaching load did not change.  
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I: When you were a full timer, what more were you supposed to deliver that you are not 

doing at the moment? What is the burden or workload that got reduced? 

R7: Meetings. When you are working as a full time, not only the subject coordinatorships, we 

are supposed to do research. We have research, not only institutional research. We have to do all 

the publications we need. We have to work on the publications. We have to do lots of seminars and, 

if possible, training. At least that is an option, but the seminars are a must. Then we have internal 

activities like community activities or internal college activities, academic advising. Many things we 

have to do. Now I am not responsible for any of these things I just focus on my teaching. That is the 

main thing. That’s it. 

R7: When I was a full time faculty, we really needed someone to coordinate us. I have seen 

other faculties and when we compare to other institutions, we felt that the attitude towards 

employees or the treatment can be more good.  

I: Yes. Have you been made a promise that you feel was not honoured? (over speaking) So 

you feel in general the employer keep their promises? 

R8: Not always. I will tell you related to my colleagues, I found these cases with my colleagues. 

He didn’t keep his promises. 

I: Was it related to promotion or development? 

R8: Yes, related to promotion or to some training programmes and some designations. I found it 

with my colleagues. He doesn’t have that commitment. 

R6: That’s what I’m saying; the problem is that XXXXX is all of this now.  XXXXX is all of this and 

that’s why it’s very hard to shine or to find your way in XXXXX because it’s so big.  And people get 

recruited in different positions from all around the college.  Specialisation does not matter anymore, 

because you are from Engineering and you can play a role in the Department, for example, of English 

if you are found capable, or you can lead the Deanship of Scientific Research although you’re from a 

totally different background.  As I said, specialisation plays a role to a certain extent, but also 

administration skills matter.  I don’t know how the President chooses them, but [overspeaking] –  

R10: That’s it. They are still processing that. With part timers, what they get out of it is a fresher 

perspective because a lot of these part timers, at least when I started, were my age group and most 

of the full timers were very well seasoned educators, but they lack the perspective that we offer as 

part timers, which is great because it makes things a little fresher and there is a little more dialogue 

or conversation as to how the department should transform itself. That is one of the objectives now, 

especially now [name] has taken over from [name], the previous president of the architectural 

school. 

Ideal Employees: 

Attachment and Loyalty to the Institution/Empathy: 

R4: Yes.  So, the promise what – and again, that wasn’t a promise that was on paper, it was a 

verbal promise – which was “Join the XXXXX two years as an Assistant Tutor, and then you will be 

sponsored to do your Masters abroad, and you’ll come back as a Tutor.”  I think one and a half years 

into my time at the XXXXX there was a change in management and there was a change in the 

country’s [laughs] financial situation, so everything changed.  To be fair, I’m not sure if I can classify 

that as them not keeping their promise, because so many things have changed since then. 
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I: I’m now moving towards the end of the interview, and again, I would like to ask you if 

there was ever a promise that XXXXX made to you and did not deliver?  Were you made any 

promises that you were disappointed –  

R5: The only promise… They did promise me a full-time position, but I also know from my 

experience with the university before, these things take time so I don’t expect it as such to happen 

overnight.  I know from the Department, the Dean are all in favour of pushing the university council 

for my approval and so on.  So, I’m not looking at it in a negative way.  I know it takes time, but I 

have to be patient, to tell myself that not everything happens overnight and not everything happens 

at the same speed that I would want.  This is how the system is and I have to respect that system.  

That would be the only thing that is frustrating me, that “Is it going to happen or is it not going to 

happen?”   

I: How do you see the future of your relationship with the university? 

R10: Even if I were not to continue with teaching there, it is an excellent place to keep in touch 

with because of the research that takes place. They have a lot of research, especially in the 

architectural department. They have the urban lab, which consults a lot with government 

institutions on housing and urban planning. It is a great place to continue and it adds a lot of weight 

to your career being an educator in an institution which tries to carry out a lot of research. I hope I 

answered that question. 

I: Do you think those recommendations were not followed through because of reasons that 

are not related to the fact that you are a part time faculty? I am assuming there were other 

members involved in the committee. I am assuming it involved full time as well as part time 

faculty. The implementation of the recommendations is not a result of the members being full 

time or part time, it is just the reality of the institution, the facts, the figures, the resources that 

the institution had at that time? 

R2: Exactly. You answered the question as you asked it. It is exactly what you said. I believe they 

had to prioritise certain things over others. Lack of resources, maybe even regulatory restrictions. 

Put it this way: a private university, be it ours or any other in Bahrain, has to be under a lot of 

scrutiny, a lot of government oversight, because it is a new concept in Bahrain. Yes, maybe 18-19 

years, but that is still a new concept that they have to contend with. Governments, whether in our 

country or any other country, are always interested and fearful to a certain extent about the 

possible opinions of independent institutions, let alone an academic institution. That makes it very 

difficult. This restriction does not allow these universities, including ours, to implement any 

initiatives that they like. 

R7: If you ask me what the relationship is, it is my second home. That is the best description I 

can give you. I never tried any other job. I never tried other places. To be frank, I never tried any 

other places or job in Bahrain. Now I am thinking about my comfort zone. This is a place where I 

don’t want to prove myself. This is my second home. That is the explanation I can give you. I hope 

you are getting what I am trying to say. 

I: I am trying to close now. We are moving towards the end of the 45 minutes almost. If you 

would choose three words to describe XXXXX university, what would they be? 
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R2: I have to choose three words? Okay. Student-centric. If you put a dash in the middle it would 

be one word! Ambitious. I don’t want to say the word young. I don’t want to say inexperienced. I am 

trying to find a better word to indicate that. 

R2: Growing is a good one. 

R5: I can definitely say that the University has really come a long way.  So, putting it in one word, 

I would say ‘promising’, -  

I: Promising. 

R5: - that would be number one, because they have really put benchmarks of targets of success 

for themselves and they have achieved it.  Number 2, I would call it ‘successful’ as well, because they 

have managed to successfully reach categories internationally and regionally.  And I don’t know, 

‘proud’ would be a word to say because being a graduate, working with them before and coming 

back to them and seeing how massively improved throughout the years, my hat’s off to them, to be 

honest.  Really, I am seeing the difference between back and then; a total difference, the moon and 

difference. [Laughter].  There’s a gap of 13 years from then to now, and there is major improvement 

in the curriculum and the teaching method and this system and the communication, and everything; 

major, major improvement.  Impressive improvement.   

R7: If you ask me something like that, it is like my home. It is my professional place where I 

learned a lot professionally. Give me some words. I don’t know. I am not getting anything. 

R7: Professional place. It is my professional home where I can increase my knowledge and 

mingle with my students and my co-faculties. 

R7: Highly instructive. 

R7: Professional. Is that fine? 

R7: And research community or research based institution. I think I can say that. Let me check. 

R7: It is fine. It is a permanent place where I can do some community as well as research based 

work or a more professional, non-profitable place. 

R9: clarity, honest and development. We live in a changing world…I cannot stick to the same 

curricula that were developed twenty years ago. We should have committees in place to develop our 

curricula. There are things that are not applicable to our culture  

I: So, you feel that the university lacks continuous development… 

R9: Yes. The curricula are old. I wrote about this in the newspaper.  

R10: Three words? My goodness. Vision, because they do have a vision for themselves. This is the 

trickiest question you have asked me so far! The second one being ambition, but ambition is slowed 

down because of so many restrictions. The third word would have to be restrictions. 

R7: Of course there are many. There was an incident. If you ask me like that, I don’t really 

remember, but I have lots of good friends from our institution. I don’t have anything to say much. 

There is nothing specific. If there is a moment when somebody acknowledges or does something, I 

can remember that. Otherwise I don’t think, but there are some instances where the students used 

to tell us, ‘My teacher did everything for us.’ That does happen a lot. Otherwise I don’t have any bad 
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things. There are some criticisms when you do everything and at the end of the day they criticise us, 

it is really bad. Otherwise I don’t remember. I have nothing coming to my mind. 

R7: the main reason is I am working a long time so I have a personal attachment to the university 

and I believe they always call me when they need and they really believe in me. They trust me. That 

personal relationship also makes me do all these things. 

R5: Yes.  I was not planning on taking these three courses, but I was put in a situation in terms of 

there was a real lack of not enough faculty members being available to handle such courses.  And I 

realised, do you know what?  I have put myself available for the Department; it wouldn’t be fair last-

minute to inform that there’s an extra course and I cannot take it.  So, I know that it may not cover 

the timing I’m spending or even the cost that it takes, but it’s like I’ve given a commitment to the 

Department and I was like “Do you know what?  Let me just continue this semester with that.” 

R5: One of them is a Design 7, which is basically the last level of Design, so I’m dealing with very 

mature-level students.  Then I’m also teaching a graduation project.  Now, this project, the thing is, I 

started with the graduating students from summer in which I gave them a summer course 

assignment to work on and they basically had to work on it throughout the summer; I just had one 

meeting with them at the end of last semester.  And now, of course, it’s continued, they have to do 

chapters of their reports and they submit it for my review, I check it and I give them feedback and so 

on.  Now, this is actually the only course that I was very hesitant on taking because it takes a lot of 

time, reviewing ten chapters for eleven students on a weekly basis, giving them lectures in addition 

to review of their submission; this is quite a responsibility.  But I’m a person that enjoys reading and I 

was like “Do you know what?  It’ll be more of an education for myself as well, reading more about 

what they’re writing, some of the article background, theory in architectures and the literature part.  

So, I’m not complaining as much as I’m… It is taking a lot of time but it’s also enjoyable at the same 

time.  And the last course I’m teaching is the first Design course for interior, which is Interior Design 

1.  I’m teaching two extremes; I’m teaching the graduating students which is a very mature level of 

understanding, and those who are very new to design, so it’s a completely different style of teaching 

between both.  So, that has been quite a challenge, to be honest [laughs]. 

R5: No, it would not change my relationship.  It would be a disappointing turn of events.  It 

might actually encourage me to - since I really enjoy the teaching process and I was looking for a 

future - maybe I would go and look at other universities if they have the same sort of opportunity 

provided for a full-timer.  So, since I’m in it, I’m getting encouraged and hyped by the idea; if it gets 

turned down I will not cancel the idea, I might actually pursue applying to other universities and 

seeing if such opportunities are provided there. 

R4: Very good question.  So, I would be considering starting my own business, taking the risk of 

leaving the institution.  I think any sensible person would do so if such a promotion is delayed 

further.  Would I be in a different institution?  I’m not entirely sure, to be honest, because if I can’t 

find another institution with the same environment as XXXXXs, then that wouldn’t be an option, and 

that is if the promotion gets delayed for another two years or so, or even longer.  But that’s not 

something that I’m thinking of at this moment, to be honest; I’d like to stay.   
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R4: It obviously feels good to say that I’m a teacher; it sounds nice, has a nice ring to it, so I’m 

grateful for having a job, for having this job.  And the fact that the XXXXX provides me with a 

classroom to teach Game Development is also something that I’m grateful for.  Again, a little bit of 

background; I wanted to work in the Game Development field.  It’s non-existance in Bahrain at the 

moment so the closest aim is to teach it, and I really enjoy teaching Game Development.  So, this 

kind of created a space for me to exist, if I may, so I’m really grateful for that, which is why I say if 

there is an institution that provides a similar environment where I can exist, this would be an option 

if things don’t go well in the future.  But yes, I almost feel like the XXXXX is part of my identity, if that 

makes sense. 

I: It is not a tricky question. I just want to know: what words do you associate with XXXXX? 

R1: I don’t want to be unfair to them, but one word that could describe the atmosphere 

sometimes is the word demotivational. That is because of some people who are holding positions. 

Another thing is restructuring. XXXXX is restructuring. The third thing: I don’t see XXXXX as a 

promising institution. It is a radical change needed, not just in XXXXX but on a larger scale, a higher 

education scale. It is a radical step that we need. 

I: How do you look at the future of your relationship with the university? 

R3: With the current situation, I am not that keen. I don’t know. They say the university is going 

to be sold to another owner. We hope this one will understand more the faculty requirements. The 

current management are looking for the financial side more than the academic side. They pay more 

attention to the financial side more than the academic side. It is financially oriented, not 

academically oriented. There is no balance. They swung towards more the management side. The 

management side now are more in control than the academic side. 

I: So you feel that the academic staff don’t have as much authority or say in where the 

university is going and how it is performing? 

R3: Yes, totally true. 

R3: Invest for the future. There are many things if you do it in the university, the university’s 

reputation will be better. Then their income for the future will be also more. Better reputation, more 

students and more profit. 

I4: Okay, so basically, I get that the environment of the institution plays a huge impact in 

terms of the degree of satisfaction.  Before I stop the recording, I’ll ask you one more question and 

then I’ll stop the recording and answer your question and what kinds of insights I got from other 

interviews.  If you would choose three words to describe XXXXX, what would they be? [Laughs] 

R4: Three words.  So, I’d say friendly, positive and I would say exciting as well. 

R6: I still see XXXXX as the best academic institution in Bahrain in terms of its research 

opportunities, equality of students, quality of teaching.  I really love my job and I love the place 

where I am in at the moment, the family and the employment culture.  As I said, yes, I think I’ll 

continue, especially that I have sometimes experienced working with other universities or 

government for example as a visiting lecturer; we have people coming in and out.  And by asking you 

get to know the benefits that you’re actually getting –  
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I: The culture. 

R6: - yes, the culture – you get to appreciate it more, but if you compare it to other regional or 

international institutions, you still believe that XXXXX can do much more. 

R6: It gave me a lot; the opportunity to go and do my Masters and PhD in an international 

institute that shaped a lot my personality and my career and equipped me with a lot of research 

skills for sure, and just opened your eyes to a lot of other opportunities.  What it took from me is, as 

I said, the opportunity to practice what we preach, as we say, and it’s really hard to be with the 

market if you are not –  

R6: Vast, promising, but unorganised [laughter].   

R8: Regardless of what has been discussed, I find my organisation has a competitive advantage 

over the others. 

I: No other words to describe the institution? 

R8: Maybe strong. I feel it competes with other institutions relating to their findings and the 

outcomes from their education results. 

I: You sound like you are proud of being… 

R8: Yes, I am. Regardless of what I feel and what we discussed about psychological trust that I 

mentioned to you, still I feel very proud. That is why I make a full commitment to this institution. 

R3: As a person I have a commitment to the institution and of course I will go for my dean for 

the time being before I go for the VP. This is my relation. I am one of the few persons who tries not 

to cross that. 

Organisational Citizenship Behaviour:  

R2: Other than teaching, I have the student advisory, I have verifications and moderations which 

are responsibilities associated with assessing various other courses. It is not much of a responsibility. 

As a part timer I have a lot of leeway. I am not obligated to do a lot of things, but I choose to 

contribute. I volunteer to university events, participate in them, encourage students to participate in 

them and I promote other events associated with my subject to my students. I am not sure if that is 

what you were asking about. 

R2: It is something I owe the students. This is the way I feel. First and foremost is the student’s 

experience. For example, when it comes to our personal contribution to the university one of the 

main things that comes to mind is research. Research can sometimes be associated with other 

students, but in many times it is a coordination between faculty members or an independent 

individual endeavour. I contribute also when it comes to research, albeit sporadically and not to the 

extent where other full time teachers are contractually obligated to contribute annual to certain 

research. In my case, I know the use of the word volunteer, but I do it out of my own… 

R2: Yes. When it comes to departmental meetings, I attend nearly all of them as much as time 

and the balance between the two jobs allows me to. Thankfully, my track record when it comes to 

attending departmental meetings is good. I contribute with my opinions about matters concerning 

even the selection of modules that can be available to students. I contribute even when it comes to 

recommendations on books. I also was part of the risk management committee for a very short 

period. I say a short period. It was about two years. 
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R2: The committee was associated with identifying and analysing the risks associated with the 

university. We weren’t concerned with the financial and strategic aspect of it because that is more 

high level, more executive level. We did have recommendations in these fields, but we were mainly 

concerned with the operational part of it when we talk about risks in the sense that we look at 

curriculum, the teaching and learning experience, the various departments and their functions 

within the university whether that is student advisory or alumni services – the various departments 

in the university – and see how we can analyse… I don’t want to say shortcomings, but the risks 

associated with these operations. 

R9: Yes, they do…but sometimes…I don’t like how it is…for example, this semester they gave me a 

student who had exceptional circumstances and they asked me to teach her without any payment 

on addition to my load. If you teach a student or more, you still have to prepare, give her 

assignments, follow-up with her, and office hours. I have to do all these tasks.  

R10: Yes, of course. In the very beginning I was very passionate. I am one of the younger 

instructors there. I feel like I had a lot of fire and I was very passionate. How things are taught to the 

students, how students are seen by the faculty members, not just students, but some 

acknowledgement, that’s it. I felt I had to be riding the backs of these students and make sure they 

are pushed to have the ability to push themselves or see their own potential. When I was teaching 

the younger students, this was the last term I taught these younger students for design. This is 

confidential and it is not really a formal interview. Basically what happened was… I mentioned 

previously that the faculty is very competitive. I stuck to the syllabus, but I twisted a little bit to make 

sure the students are able to think outside the box. Because I care so much about the student work, 

I asked some of the students… It was optional of course, it wasn’t by force because I was briefed by 

the university that you can’t force students to do things. I said to them, ‘I want to create…’ This was 

one week or two before final submission and it was very stressful for the students. I said, ‘If you guys 

want, I can hold tutorials in my house.’ My house is with my mother and my sisters so it is not like I 

live on my own. There was nothing inappropriate about it. The majority of the students… all of them 

attended – this was one year and a half ago – except for one student because her parents felt it was 

inappropriate for her to visit a male’s house. She ended up complaining. I was always doing this from 

the start. She complained that it was unfair she was getting less than the other students were 

getting. She complained to the president of engineering, the one above [name]. Back then, [name]. I 

am sure you don’t know him. He was my superior, the head of the architectural school. There was a 

huge investigation that happened as to why I am giving them extra classes. I asked them myself. I 

said, ‘Before I do this, I would like to know if this is allowed or not because I don’t want to be 

slapped with some scandal, being an educator and being a male one at that in a course which is 

predominantly female students.’ He said, ‘It is fine. You can do it, but this is at your own risk.’  
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Appendix 8: Comparison Between PT and FT Faculty 

Full-Time Faculty 

Obligations Expectations  

(Roles & Responsibilities) Met  Not met  

- Teaching  

- Preparing and delivering course materials  

- Preparation of syllabi and study plans 

- Academic advising and mentoring 

- Conducting research  

- Administrative responsibilities (e.g., 

course coordination or deanship)   

- Submitting grades  

- Providing students with feedback  

- Committee membership and chairing  

- Participation in programme reviews  

- Writing course and programme learning 

outcomes  

- Participation in activities and events  

- Preparation of course portfolios 

- Course moderation  

- Reporting and analysis of course data  

- Peer reviews and class observation 

- Preparation of assessments  

- Finding external examiners  

- Tutorial sessions to students who need 

support  

- Maintain a strong and professional 

relationship with students  

- Monitoring students’ progression 

- Curriculum development  

- Expose students to latest research and 

practices in the market  

- Responding to students’ questions and 

enquiries  

- Pay/salary  

- Flexibility  

- Respect  

- Equipment and infrastructure  

- Ability to teach courses of the faculty’s 

choice  

- Recognition of students’ achievement  

- Opportunities to discuss academic 

matters and challenges  

- Social interaction with other employees  

- Reasonable teaching load  

- Sustaining faculty members motivation  

- Opportunities for growth and 

development  

- Understanding where academic staff fit in 

the institution’s mission and strategy  

- Maintain a positive relationship between 

faculty and the management 

- Equality and justice  

- Authority and empowerment  

- Promotion  

- Recognition of teaching excellence  

- Opportunities to engage with the 

community/industry  

- Channels to communicate issues relating 

to HR management  

- Holistic evaluation of job performance  

- Introducing mechanisms to evaluate 

supervisors/head of departments (upward 

appraisals)  

- Reducing the administrative 

responsibilities and the paperwork  

- Involvement in strategic decision making 

and solving institutional problems  

- Transparency about employee rights  

- Work-life balance  

- Workload  

Contradicting Views  

- Creating a culture of respect and trust/ healthy working environment  

- Supporting research and publication  

- Creating a culture that supports sharing knowledge  
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Part-Time Faculty 

Obligations Expectations  

(Roles & Responsibilities) Met  Not met  

Core Functions: 

- Transfer of knowledge to students  

- Preparing for the classes by researching 

and reading about the subject  

- Maintain a professional relationship with 

the institution 

- Disclose relevant information related to 

teaching activities  

- Preparation of assessment tasks  

- Review course syllabus 

- Prepare study plans  

- Using multiple teaching methods  

- Grading/marking assessments  

- Submission of course files/portfolio  

- Preparation of course reports  

 

Institution Dependant: 

- Academic advising  

- Verification and moderation  

- Course coordination  

- Submission of faculty portfolio  

- Committee membership 

 

Optional/Voluntary: 

- Participate in events  

- Production of research and publication 

- Attending departmental meetings  

  

- Administrative support  

- Information about students’ status  

- Availability of classrooms  

- Provision of required technology to 

deliver the course  

- Stationary  

- Regular communication with course 

coordinators  

- Ability to ask questions  

- Opportunity to teach  

- Suitable timing/schedule  

- Autonomy in teaching  

 

- Timing/structure of payment  

- Payment rate  

- Training and development  

- Job security  

- Orientation before the start of the 

semester  

- Additional benefits such as medical 

insurance  

 

 

Contradicting Views  

- Respect and appreciation  

- Acknowledgement of good work  

- Interest in full-time employment  

- Class size (time needed to provide individual support to students)  

 




