
CIRCULAR U16-2005 

Report of the Faculty Compensation and Benefits 
Committee on Partially Paid Family Leave 
 

Background: 
 
The Faculty Compensation and Benefits Committee of the University Faculty Council 
was charged to study the university’s family leave policy, analyze its effectiveness, and 
recommend changes if needed.   We formed a taskforce to address this charge.  The 
taskforce members are: 
  Maria Bucur-Deckard, IUB 
 Julie Knost, IU Affirmative Action Office 
 Mary Beth Minick, IUPUI   

John Newman, IUS 
 Lois Sewell, IUB 
 Moira Smith, IUB 
 
The taskforce gathered statistics on the number of partially paid family leaves taken on 
all IU campuses since August 2001 and information on comparable policies from our 
peer institutions in the CIC.    The statistics show that surprisingly few people have taken 
family leaves in the last four years: 
 
 

Partially Paid Family Leave 
August 1, 2001 -- May 31, 2005* 

   

Campus Total Leaves 

Average 
Number of  
Leaves per 

Year 
   
Bloomington 28 7 
East 1 0.25 
Ft. Wayne 0 0 
Indianapolis 18 4.5 
Kokomo 1 0.25 
Northwest 0 0 
South Bend 8 2 
Southeast 0 0 
    
   
Total 56 14 
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Since the official statistics does not show how many people wished to take family leave 
but did not.  In February 2005 we sent a brief inquiry by email to all 5,500 academic 
appointees on all IU campuses inviting comments on the current policy.   Approximately 
130 responses were received.   These responses revealed several issues with the policy in 
its current form.  Some of these issues have prevented faculty from taking family leaves, 
and others have created inconsistencies in the way the policy has been administered.   
The new version of the policy that we have drafted is intended to address these problems.    
 

Existing Partially-Paid Family Leave Policy  
 
Full-time academic appointees with at least one year of service are eligible to apply for a 
partially-paid family leave of absence for (1) the birth or adoption of a child by the 
academic appointee or the academic appointee's spouse or (2) the serious health condition 
of the academic appointee's spouse, child, or parent when the academic appointee is the 
primary or co-primary caretaker. (See DOCUMENT F-VII.) The partially-paid leave 
shall be for a period not to exceed 15 weeks or to the end of the semester, whichever 
occurs first.  
  
In the case of the birth of a child, the academic appointee may wish to take pregnancy 
leave (six weeks at full pay) before taking advantage of the Partially-Paid Family Leave 
Policy. 
  
During the partially-paid leave, the academic appointee shall be paid an amount not to 
exceed two-thirds of the appointee’s salary. Contributions to the appointee's retirement 
plan during this period of leave shall be based on the reduced salary actually paid.   
 

Issues: 
 
1. Implementation of the Policy: 
 

At present there is a combination of widespread ignorance and misinformation among 
both faculty and administrators about the family leave policy.   Faculty1 and other 
academic appointees who need a partially paid family leave are not always aware that 
they qualify for one.  The conditions of the family leaves that have been granted also 
show considerable variation.   Clearly there are different and conflicting ideas of what 
the policy is and how to interpret it, and this variation is giving rise to confusion and 
uncertainty, as well as some inequities. 

 
There are two reasons for this confused situation.  One is that the current language of 
the policy itself is confusing.   We have drafted recommended changes to the 
language of the policy to clarify these matters.   

                                                 
1 Unless otherwise indicated, “faculty” in this document refers to all academic appointees, not just teaching 
faculty.   

http://www.indiana.edu/%7Edeanfac/acadguid/f.html#DOC-VII#DOC-VII
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A second cause confusion arises because it is unclear who decides whether someone 
may take family leave, or who decides the pay and other conditions of the leave.  To 
encourage a more equitable and consistent implementation of the policy, we 
recommend that the policy be implemented by a central office on each campus with 
faculty oversight.  Specifically, academic appointees should apply for family leave to 
the Office of the Dean of Faculties or the Office of the Vice President for Academic 
Affairs on each campus.  That office would work with the applicant and their 
department chair or supervisor to set the terms of the leave.  In addition, each campus 
will designate a faculty committee charged to oversee and report on how the policy is 
implemented on that campus.   

 
Some faculty and administrators have interpreted the policy as setting a fixed term 
and conditions for family leaves.  Instead, the policy is intended to set both a floor 
and a ceiling for family leaves, but also provide for flexibility within these 
parameters.   As the policy is implemented in specific cases on different campuses, 
these maximums and minimums must be respected.   Rather than being a benefit like 
vacation time, the family leave policy is meant to provide release time as needed to 
handle important family situations.   

 
2. Expanding the Definition of Family Member:  
 

Since families come in all shapes and sizes, we recommend rewriting the current 
policy to explicitly include domestic partners, in accordance with the University’s 
policy on domestic partner benefits.  We also recommend expanding the definition of 
“family member” under this policy to include family members besides the faculty 
member’s parents or children. We received responses from some people who needed 
leave to care for close family members, such as siblings, who had no-one else to care 
for them.   
 

3. Productivity and Impact on Tenure:   
 

There is confusion about what faculty are expected to do while on family leave.   The 
policy states that “during the period of leave, the academic appointee, other than a 
librarian or a clinical faculty member, is relieved from teaching duties while 
continuing research, creative work and service activities. . . .  The continuing duties 
of a librarian or of a clinical faculty member during the period of leave shall be 
negotiated by the academic appointee and the dean of the academic appointee’s 
school or designee of the dean, and said continuing duties shall approximate the 
proportion of salary received during the leave.”  This provision gives rise to 
uncertainty. 
 
First, when faculty receive lower levels of pay than the two-thirds maximum that the 
policy stipulates, how much of their regular teaching or other job duties is the person 
released from?  This provision has been interpreted very differently by different 
faculty, department chairs, and administrators.    
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Second, there are varying ideas about what duties fall under research, creative work, 
and service.  For example, for teaching faculty, some departments consider student 
advising a part of teaching while others consider it a service activity that must be 
continued during the leave.    Further, this provision does not fit the situation of those 
academic appointees who have no research obligations. 
 
Third, for tenure-eligible faculty, apprehensions about the impact of a family leave on 
tenure decisions act as a disincentive against taking such a leave.  If the tenure clock 
is stopped while a faculty member is on family leave, the requirement that he or she 
continue research and service activities creates an ambiguity.  When the person 
comes up for tenure, is he or she supposed to be evaluated for research and service 
while on leave or not?   We heard from several faculty who were concerned that a 
family leave would be counted against them when they came up for tenure because of 
the perception that the leave had given them extra time to work in.  Others avoid 
stopping the tenure clock because they worry that doing so will appear unprofessional 
to their colleagues.   
 
We recommend that a statement be added to the policy that explicitly says the tenure 
clock is automatically stopped for the duration of a family leave.    This provision 
removes the responsibility for stopping the clock from the individual tenure-eligible 
faculty member.   Those who prefer still have the option of applying for early tenure 
at the conclusion of the leave.    
 
A few faculty wondered whether the family leave policy would be “abused”—that is, 
that people may be granted family leave when they are not in fact coping with any of 
family events that would qualify them.  The more centralized implementation 
structure that we recommend will minimize that problem.   Events that qualify for 
family leave are hard to fake.  While we do not believe it is the University’s place to 
snoop on the personal lives of its faculty, we do suggest that there should be better 
documentation of the need for leave.    
 
 

4. Frequency:  
 

At present, faculty may not take a family leave more than once every three years.  
This frequency does not meet the family needs of many appointees, for reasons 
having to do with the demographic makeup of the faculty.   Many academic women 
delay starting a family until after they are hired on a tenure-track position.  This delay 
means they begin childbearing late in life, in the mid to late 30s, when it is 
unreasonable to ask them to limit their children to one every three years.   In addition, 
as the average age of our faculty increases, more of them are likely to have to care for 
ailing parents, and in the case of age-related illnesses and care it would not be 
uncommon for two such events to occur in less than three years.   We recommend 
increasing the maximum frequency of the family leave to twice every five years.   
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5. Salary:  
 

We heard from many people that they did not take family leave, even though they 
needed it, because the reduction in pay was prohibitive.   The financial disincentive is 
made stronger because the events that create a need for family leave—childbirth, 
adoption, and family illness—all create extra and often substantial financial burdens 
for families.   So, those who take a partially paid family leave are reducing their 
income at precisely the time when their costs are higher than normal.   When the 
faculty member is the primary or even sole breadwinner for the family the financial 
disincentive is even higher.   
 
Additionally, the partial pay for partial duties provision of the policy has proven very 
difficult to administer, and has resulted to different rates of pay on different campuses 
and across units, as discussed in section 1.   
 
Costs and Benefits: 

 
The current policy was designed to be cost-neutral.  The portion of salary that was not 
paid to faculty taking family leave was meant to be used to hire replacements to teach 
their classes or fulfill other job duties.  However, in practice it appears that not all 
department heads or supervisors believed that these funds were sufficient to defray 
their costs.  A more centralized approach to implementing the policy, as described 
above, will alleviate this problem.   
 
However, it is our belief that a good family leave policy does not have to be cost 
neutral.   The provision that is meant to render the existing policy cost neutral—the 
reduction in pay while on family leave—puts the policy out of reach of many eligible 
faculty.  A fully funded family leave program, in contrast, will work better in meeting 
people’s real needs for time to attend to family matters.  The cost to the University 
will be well worth it in terms of providing a humane and family-friendly work 
environment.  We know that such concerns are important in both recruiting and 
retaining faculty of all ages.   Some faculty who have had a satisfactory experience of 
the university’s family leave policy indicate that it has increased their loyalty to the 
university.  By the same token, others who found the current policy did not meet their 
needs have indicated that they have considered leaving IU because of this.   
 
In real dollars, the cost to the University of the Family Leave Policy has been minor, 
because very few leaves have been taken.  Replacement costs, if any, have averaged 
$5,000 or less per leave.   The table below shows the estimated annual cost to the 
University if a non-cost-neutral policy were adopted.   



 6 

 
Estimated Costs of Family Leave 

     

Campus 
Total Leaves, 

2001-2005 

Average 
Number of  
Leaves per 

Year 

Estimated 
Leaves per 
Year under 
New Policy  

Estimated 
Annual Cost* 

     
Bloomington 28 7 7 $35,000.00 
East 1 0.25 1 $5,000.00 
Ft. Wayne 0 0 1 $5,000.00 
Indianapolis 18 4.5 5 $25,000.00 
Kokomo 1 0.25 1 $5,000.00 
Northwest 0 0 1 $5,000.00 
South Bend 8 2 2 $10,000.00 
Southeast 0 0 1 $5,000.00 
      
     
Total 56 14 28 $95,000.00 

 
*Cost to hire adjunct instructors if a non-cost-neutral policy is adopted. 
  Calculation based on following assumptions: 

• $5,000 per leave.   
• Each leave is 15 weeks or one semester long.   
• Number of leaves taken annually remains constant and includes at least one leave for all 

campuses, even if none had been taken previously.   
 
 

 
6. Duration of Leaves and  Cross-Semester Problem: 
 

The family leave policy applies to cases where a leave of three or more weeks is 
required.   Short-term leaves (up to 2-3 weeks) are to be covered by informal 
arrangements with department chairs or supervisors, and colleagues.   If a short-term 
leave needs to be extended beyond three weeks, the faculty member may apply for a 
family leave. 
 
The existing policy is closely tied to the semester model, which is irrelevant to 
librarians, non-teaching clinical faculty, and research associates.  Further, the 
stipulation that leaves are for fifteen weeks or the end of the semester, whichever 
comes first, does not serve faculty well when their qualifying event falls late in the 
semester.   If a family member became ill in early November, for example, the 
appointee would be allowed just one month of leave to care for that person and would 
have to return to full work in January whether or not the illness continued.  Since the 
timing of most qualifying events, especially illness and adoption, is beyond the 
individual’s control, the semester model dies not meet the family needs of many 
faculty.  Moreover, since need for family leave does not vary according to whether or 
not an academic appointee happens to teach, an equitable policy should allow equal 
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amounts of family leave to all ranks.   
 

7. Maintaining the Quality of Teaching:   
 

The current family leave policy was tied to the semester-based calendar in order to 
minimize disruption to classes, by ensuring that wherever possible the same instructor 
would teach a class for the entire semester.  However, this approach renders the 
policy both inequitable and inadequate to meet the needs of those instructors who are 
in need of family leave.   Since conditions in departments and teaching loads vary in 
different ranks and on different campuses, we cannot reasonably design a policy that 
specifies exactly how teaching duties are to be covered while an instructor is on 
family leave.  Instead, we recommend that the individual faculty work with the Dean 
of Faculties or Vice Chancellor of Academic Affairs and their department chair to 
determine this.    
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