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WHEN SHOULD CDU PAY ASSOCIATE SUPERVISORS

[bookmark: _GoBack]by Simon Moss


	Introduction



Most research supervisors, especially principal supervisors, are paid staff members of Menzies or the colleges at CDU.  Other supervisors are not paid staff members of Menzies or the colleges at CDU.  For example

· some supervisors were previously staff members of the university but continue to supervise after leaving the institution
· some supervisors were never staff members of the university but can impart knowledge or experience that is not otherwise available at the university
· some supervisors are employed by the university part time but not affiliated with a college

In all these instances, the supervisors are not paid to supervise.  The question, then, becomes in which circumstances, if any, should colleges utilise their RTP to pay these supervisors.  


	Drawbacks of supply and demand



	One possible response to this question is to invoke the principles of supply and demand.  If colleges can attract the necessary supervisors at no cost, they might forgo any payment.  If colleges cannot attract the necessary supervisors, they might adjust their payments accordingly.  This approach, although helpful in a range of circumstances, could also culminate in several complications.  The following table outlines these complications.

	Complication
	Examples or clarifications

	Supervisors, if aware they could be paid, will tend to discount the other benefits of supervision
	· A variety of benefits can motivate academics to supervise a candidate: They might want to publish with the candidate, convey their knowledge, learn from the candidate, or even develop their network or reputation
· When paid to supervise, individuals are not as likely to value these benefits, called the called the over-justification effect.
· Therefore, over time, the cost of supervision may escalate

	The university may unfairly exploit supervisors
	· Some individuals may agree to supervise because of the potential benefits they might enjoy
· For example, they might feel they will be likely to be offered a job in the future at the university
· They may thus assume the prospect of these benefits justifies the time and effort of supervision
· Yet, these individuals might overestimate the probability of these benefits—a problem that is especially common in vulnerable populations



To preclude these complications, the university could benefit from some guidelines that clarify in which circumstances research supervisors should be remunerated. These guidelines, if publicized, could

· prevent misguided expectations in supervisors about whether they may be paid
· prevent the universities from exploiting supervisors in vulnerable circumstances 


	Procedure and guidelines to decide when to remunerate supervisors




	Candidates should remunerate supervisors but only when three criteria are fulfilled.  This section delineates these criteria and clarifies how colleges can evaluate these criteria.  

	1 The candidate, supervisors, and college have been unable to identify other supervisors at CDU



	To fulfil this criterion, the candidate, supervisors, and college need to have searched extensively to seek alternative supervisors at CDU.  For example, they must have

· searched the CDU web portal
· contacted at least 3 individuals who might be able to locate an appropriate supervisor at CDU—such as an Assistant Dean of Research, an HDR coordinator, and the Dean or Assistant Dean of Graduate Studies.


	2 The supervisor you want to engage does not benefit significantly from this role 



Whether supervisors benefit significantly from this role is hard to quantify precisely.  Nevertheless, you could apply some guidelines to gauge the degree to which these individuals benefit from supervision.  Supervisors, for example, are unlikely to benefit from this role if 

· they do not plan to work in academia in the future—or have already published extensively—and
· the findings of this research are unlikely to benefit their work—such as improve their grant applications or justify other proposals
 
	3 This shortfall in supervision be ascribed to the misguided choices or inappropriate behaviour of staff at CDU



	Occasionally, candidates start to doubt their topic or research.  Consequently, they consider another topic and supervisor.  Nevertheless, CDU does not want to encourage candidates to shift their topics and supervisors too frequently.  The university, therefore, would usually refrain from remunerating supervisors in these circumstances.  Instead, the university is more likely to remunerate supervisors if a staff member at CDU is at fault.  For example

· perhaps the supervisory arrangements had been terminated because the previous supervisor had acted inappropriately
· perhaps the supervisory arrangements had been terminated because the previous topic was unfeasible—and the supervisor should have recognized this problem

Flexibility

Few supervisors will expect remuneration unless these three criteria are fulfilled. Nevertheless, if the individuals refuse to supervise unless they are paid, the Dean or delegate could negotiate with these individuals.  To prevent unhelpful precedents, the college should not agree to payments unless 

· they can stipulate and record a unique feature of this circumstance
· these supervisors agree to deliver other services to the college—such as a workshop to assist research candidates

	Information to potential supervisors



	In correspondence, such as in the supervision registration form, individuals should be informed that supervisors tend to be unpaid unless

· they cannot benefit materially from the publications, findings, or opportunities they could reap from this supervisory arrangement
· the shortfall in supervision be ascribed to the misguided choices or inappropriate behavior of staff at CDU	 
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