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ON PARTIALLY PAID FAMILY LEAVE 
 
 
 
In response to questions raised by members of the BFC, we have reviewed our estimate of the cost 
to the campus if the proposed changes to the family leave policy are implemented.  The revised 
estimate reflects the following considerations: 
 
Background 
The current family leave policy is considered cost-neutral.  Under the current policy, a faculty 
member is paid 66% of their base salary for up to 15 weeks.  The remaining 33% of their salary, 
which is already budgeted, is expected to be used to cover any replacement costs associated with 
the leave.  When the current policy was under consideration, three separate committees looked at 
the issue of cost – one from the UFC, one from the Board of Trustees, and one from Human 
Resources. All concluded that the current plan should be cost neutral. 
 
Current Practice 
The UFC benefits committee recently gathered information from different schools and campuses 
regarding current practices and replacement costs for faculty on family leave. Like all faculty 
leaves, costs for family leaves are managed at the RC level, which, at IUB, is the College and 
other Schools and the Library. For research associates funded by grants, it is managed as part of 
the grant. As with all leaves, there is no one-to-one relationship between a leave and allocation of 
funds for a replacement instructor. In most instances, budgets and teaching schedules are set based 
on estimates of available faculty available and classes that must be offered.  Faculty may be 
unavailable for teaching for many reasons, e.g., family leave, sabbatical leave, LWOPs, grant 
release time, research release time, and administrative duties.  If there are courses that must be 
offered, additional funds are allocated for adjuncts, visitors, overloads or AIs. This allocation 
appears to be made on a case-by-case basis. In many instances, no allocation is made because a 
course can be covered by rearranging teaching schedules or can be postponed without disruption 
to a program. In some instances, we were told that no separate pool of supplemental funds exists 
to cover courses without instructors due to family leaves. Great variation exists in the need to 
provide replacement instructors for faculty on all types of leave, including family leave. Hence, 
there is no one-to-one relationship between a leave and allocation of replacement funds. 
 
Over the four year period surveyed by the UFC benefits committee, there were 347 sabbatical 
leaves, 62 medical leaves and 28 family leaves. The majority of the leaves, as expected, have been 
in the College. Outside the College, some schools had no family leaves in the four year period and 
some had only one, so the expense occurred only once every four years. 
 
 
 

 



 
 
Cost Estimate for the Proposed New Policy 
In one year reviewed by the UFC benefits committee, there were nine family leaves.  The 33% 
savings on salaries for that year was $92,415.  Assuming replacement costs required the full use 
of these funds, the cost per year to the campus under the new policy would be no more than 
$92,415 or roughly $10,000 per leave.  As most schools outside the College had either one or no 
leaves in the four year period reviewed, the cost for these schools under the new policy would be 
about $10,00 every four years. 
 
Alternatively, using the AI base rate to estimate cost for the campus would be roughly $65,025 
per year. AI stipends on the Bloomington campus generally range from $7000-$14,500 per year 
depending on the department.  Fee waivers are not budgeted as a cost on the assumption that 
graduate tuition income offsets the cost of the waiver.  Therefore, the highest rate paid for one 
semester would be $7,225 per leave.  Again this cost would be incurred for most schools once 
ever four years under current usage.  With few exceptions all schools use AIs or part-time faculty 
to teach some courses and schools and students are often looking for additional financial support.    
 
Concerns Regarding an Increase in Faculty on Family Leave 
Removing the partial pay provision of the current policy will make it possible for more people to 
take family leave when the need arises. Additionally, the expanded definition of who is a family 
member and the increased frequency (up to two leaves every five years, separated by at least one 
semester) may increase the usage slightly.  Eligibility for the leave however has been increased 
from one to two years of service.  Our informal survey of the reasons faculty take the leave 
reveals a wide variety of reasons and circumstances. Some, although not most, were for the birth 
or adoption of a child.  A frequent reason was the serious illness of a spouse, child, or parent.  In 
many cases, the assumption that one could carry out any academic commitment was fallacious, 
when situations required travel away from campus, intervention with heath care providers, and 
other overwhelming demands for time and attention. The demographic reality is that as the 
population ages, we can expect more health-related events in which faculty must take a leave to 
attend to parents. Even if the number of family leaves doubled, the cost would be relatively small, 
when viewed in the context of school budgets.  Replacement cost would be between $130,000 
and $185,000 to the campus annually, with most schools incurring about $15,000 to $20,000 
every four years. 
 
Moreover, countervailing factors will limit the number of family leaves.  Most important is the 
academic culture.  Simply put, faculty are loath to appear unprofessional, to appear to burden 
their colleagues, or to give the impression that they are anything less than fully dedicated to their 
careers.  Thus, they are reluctant to take personal leaves of any kind because of the harm it would 
do to their self-image and reputations.  Under the terms of this culture, a family leave is not an 
easy option. 
 
A second countervailing factor arises from the proposed policy.  Family leave is a benefit and not 
an entitlement; it is only available for those who have a qualifying event.  Those events are hard 
to fake and, under the revisions we have proposed, by centralizing the implementation of the 
policy on each campus it will be possible to obtain better documentation of the need for each 
leave.   


