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Background

The Vision 2020 Report (http://www.jhuaa.org/Sub/resource.asp) authored by the University Committee on the Status of Women prioritized areas that require significant attention and correction in order to resolve real or perceived gender-based career obstacles for women faculty, staff and students at Johns Hopkins University.  The Committee, impaneled in 2002, conducted extensive analyses, reported findings, and made many recommendations in the areas of leadership, work/life balance, and culture change.  The priority issues identified were:

· Under representation of women in leadership positions;

· Lack of support for work-family balance; and

· A climate where behavior that devalues women is sometimes neither recognized nor discouraged. 

Once the Vision 2020 Report was finalized in late 2006, each division of the University was charged with establishing goals that will move Johns Hopkins into a leading role among universities in achieving gender equity and eliminating gender-based career obstacles.  

Dean Michael Klag convened the Bloomberg School of Public Health Ad Hoc Committee on the Status of Women in May, 2007.  He asked the Ad Hoc Committee to review the recommendations of the Vision 2020 Report, assess the recommendations in light of the School’s current activities, set appropriate goals for the School, recommend policies and procedures to achieve these goals, and develop metrics for measuring progress.  The Committee met four times over the last half of 2007.  The recommendations, and mechanisms for achieving them, are the result not only of committee deliberations involving representatives of the faculty, staff and students, but also of input from members of the University’s Committee (Drs. Francesca Dominici, Michelle Hindin, and Nancy Kass) and others who shared their expertise.  

Following the lead of the University’s commitment to the goals of the Vision 2020 Report, the Committee believes that the School priorities should be focused on three overarching goals:

· Achieve gender equity in senior faculty and leadership positions in the Bloomberg School of Public Health;

· Achieve gender equity in career satisfaction and advancement for faculty and staff; and 

· Promote work/life balance for faculty, staff and students.

These goals can be realized only by establishing permanently sustainable mechanisms to implement and monitor change.  This report makes recommendations in four areas to ensure sustained effort and measureable progress toward these goals to ultimately benefit all faculty, staff and students of the School.  These areas are below and will be reviewed in more detail in this report:

1. Infrastructure;

2.  Policies and procedures;

3.  Monitoring and accountability; and 

4.  Communications.
The present demographics of the faculty and student bodies with respect to gender are worth reviewing to place the School’s efforts in an appropriate context.   While women are 50% of the full-time faculty, they predominate in the lower professorial rank, and among all non-tenure-track ranks.  The reasons are not clear but undoubtedly involve a combination of personal, academic (School and University) and societal factors.    

                                 Table 1: Full-time Faculty by Gender

	Full-time Faculty by Gender

Bloomberg School of Public Health

December 2007

	Rank 
	Female (%)
	Male (%)
	Total (%)

	Professor
	  35 (25%)
	105 (75%)
	140 (100%)

	Associate Professor
	  30 (42%)
	  42 (58%)
	  72 (100%)

	Assistant Professor
	  48 (56%)
	  38 (44%)
	  86 (100%)

	Senior Scientist
	    5 (71%)
	    2 (29%)
	    7 (100%)

	Associate Scientist
	  10 (53%)
	    9 (47%)
	  19 (100%)

	Assistant Scientist
	  47 (76%)
	  15 (24%)
	  62 (100%)

	Instructor
	    6 (67%)
	    3 (33%)
	    9 (100%)

	Senior Research Associate
	    3 (50%)
	    3 (50%)
	    6 (100%)

	Research Associate
	  76 (65%)
	  39 (34%)
	115 (100%)

	
	
	
	

	Professorial
	113 (38%)
	185 (62%)
	298 (100%)

	Non-professorial
	147 (67%)
	  71 (33%)
	218 (100%)

	Total
	260 (50%)
	256 (50%)
	516 (100%)

	
	
	
	



In addition, women are the majority of students in the School (Table 2), an increasing trend that is evident in all accredited schools of public health.  

              Table 2: Number of students by gender, Fall term, 2003 – 2008

	Number of Students by Gender and Fall Term

Bloomberg School of Public Health

	Year
	Proportion Female
	Proportion Male
	Total Number

	2003
	65%
	35%
	1735

	2004
	68%
	32%
	1802

	2005
	68%
	32%
	1949

	2006
	69%
	31%
	2005

	2007
	69%
	31%
	2030


Across Johns Hopkins University, the president is male and the chief academic officer is a woman.  Among the nine academic units at Johns Hopkins, two have a female dean (the School of Advanced International Studies and the School of Nursing.)  Within the Bloomberg School of Public Health, the dean is male and four of the eight associate deans are female.   In addition, two of the ten academic departments are chaired by women.  

The large numbers of women already engaged in academic and professional public health reinforces the critical importance of senior women serving as role models and mentors for junior faculty and students.  Many of the recommendations contained in this report will also serve to enhance a diverse climate more broadly, and raise the quality of work life for all.  

I.   INFRASTRUCTURE 
1.1 Recommendation:  Overseeing progress on gender equity should be an explicit component of the portfolio of responsibilities of an Associate Dean of the School.

Many of the recommendations that follow require oversight to ensure implementation, and involve communication across various organizational structures in the School.  By lodging responsibility for achieving the goals of this report in the Dean’s Office, this Committee believes there will be the needed ongoing attention that will lead to realizing the goals set forth in this report.  The Associate Dean with responsibilities for gender equity should be the catalyst for: 1) reviewing and updating policies and procedures of the school related to gender equity; 2) developing indicators and surveillance systems for evaluating progress in gender equity and work/life balance; and 3) communicating to various governing bodies in the school, and to faculty, students, and staff, progress toward goals over time.  

II. POLICIES AND PROCEDURES    

2.1  Recommendation:  Achieve 50% representation of women in senior faculty and leadership positions by 2020.  

Mechanisms:  

a. Ensure that faculty search committees have information at the outset of the search process regarding the importance of meaningful representation of women (and minority) candidates at every stage of the search process, and potential strategies to encourage applications by women and minority individuals.  

i. Each search committee should meet with a representative from the Office of Human Resources (HR) or the Associate Dean responsible for gender equity to discuss the search process and ways of ensuring a high quality search that includes diverse candidates at every stage.  This meeting should be the first activity undertaken by all Search Committees constituted in the school and documented in the Affirmative Action report.

ii. Search committees should be provided (by the HR representative or the Associate Dean) with information on University, School, and external resources to assist in ensuring inclusive searches, and should be encouraged to use these resources.  The chair of the search committee should be responsible for assuring that the search is open and inclusive of women and minority candidates, and should be accountable to the relevant department chair(s) and dean in this regard.

iii. Department chairs should be aware of search procedures and resources related to promoting diversity and inclusiveness in the search process and responsible for informing newly constituted Search Committees about them.

b. Department chairs should develop annual goals for representation of women at senior leadership levels, including full Professors, center or institute directors, and deputy chairs or equivalent positions.  Progress toward these goals, should be reviewed annually with the Dean, and should be one component of the Dean’s evaluation of the Chair’s performance.  

c. The School should inventory academic programs and research in “women’s health” across the school with several objectives in mind: 1) consideration of the value of highlighting this as an area of strength and the basis for an overarching academic center or program that could serve to attract and retain senior women faculty; and 2) a possible focus for Office of External Affairs and Development activities that could contribute to    recruitment and support of senior women faculty.  

There is a wealth of research across the School that relates to women’s health across the life course, but these activities are not united under this umbrella, and as a result the School’s strengths in this area are not as visible as they could be.  We believe it is worthwhile to examine the School’s research portfolio related to women’s health to consider the merits of establishing a center, program or institute that focuses specifically on public health-related issues for women and as a locus for faculty who are interested in women’s health.

2.2  Recommendation:  Ensure that policies and procedures promote gender equity in career advancement and satisfaction for faculty, staff and students. 

Mechanisms:

a. Develop a program for professional development and leadership training of junior faculty, with coverage of issues affecting women.  
School and University resources exist in this area but are not widely available.  For example, the University holds an annual leadership workshop for which the deans nominate participants; such training is generally allocated to new department chairs or others new to leadership positions in the School, and there are only a few slots available to each University division.  A review of existing resources in the School is needed, as well as evaluating their appropriateness for professional development and leadership training for junior faculty who aspire to leadership roles. The goal should be to develop an organized set of seminars or a short course open to all junior professorial faculty in the school.  Special efforts should be made to recruit junior women faculty to participate.  

b. Ensure that students are aware of leadership training opportunities in the School and that these are covering issues of importance for women entering academic and/or leadership careers. 
Attention is also needed to professional development opportunities for students.  The University’s Office of Professional Development, which provides non-academic training and programs for post-doctoral fellows in the Schools of Medicine and Public Health, is one possible resource that the School can draw on.  The range of department-level activities should be reviewed, as best practices from some departments may be applicable to others.  A number of academic courses and non-academic exercises and activities now exist specifically for students (e.g., the Bloomberg Leadership series, where students meet with business and other leaders), however, these resources have not yet been assembled into a cohesive unit.  The School should actively review and promote courses and activities (academic and non-academic) that are open to students while exploring the potential for combining leadership courses into a graduate certificate program. 
c. Ensure that staff (many of whom are women) have access to undergraduate degree studies under a forthcoming University-wide program of tuition reimbursement by supporting the development of options for upfront funding. 

The School supports opportunities for staff, many of whom are women, to further their education.  In addition to the tuition remission benefit, which applies only to graduate-level courses or upper level undergraduate courses (once the first 60 credits are completed) taken at Johns Hopkins, a new University-wide program has being developed that will allow staff to apply for tuition reimbursement for eligible coursework toward undergraduate degrees at colleges and universities other than Johns Hopkins.  (Appendix One)  This is a positive development. In order to ensure that individuals are able to take advantage of  the proposed tuition reimbursement benefit in spite of financial constraints, mechanisms should be explored to provide options for upfront funding such as short-term loans through the Johns Hopkins Federal Credit Union. In addition, special efforts should be made to publicize this benefit to staff.
2.3 Recommendation:  Develop policies and procedures that are responsive to faculty and staff concerns about work/life balance, and will improve work/life balance for all. 

Mechanisms:

a. Continue to guarantee 3 months of leave for all faculty, and facilitate paid leave for faculty who become parents by birth or adoption. Consider whether and how to codify in the School’s PPM a provision for paid leave for faculty who become parents. This will require discussion across the School and input of the Office of the General Counsel.
b. A tenure-track assistant or associate professor who becomes a parent by birth or 
adoption, and who requests an extension to his or her time in rank, should  automatically receive a one-year extension.  

This change to the PPM was under discussion as the Committee was meeting, and was approved at the November 2007 Advisory Board meeting.  Robin Fox, Associate Dean for Academic Affairs, informed the faculty of this change in a January 14, 2008 email.  (Appendix Two)  It will be important to inform faculty periodically using several venues (e.g. Faculty Senate, Departmental meetings) about this and other efforts to make the policies of the School more family-friendly.  

c. Assess current child-care capacity and, if inadequate, pursue increased options to meet needs of faculty and staff.  The University’s Office of Worklife Programs provides assistance with locating childcare for faculty and staff.  Notification of these services should be regularly shared with faculty and staff.   The JHMI also provides onsite child care through the Johns Hopkins Child Care and Early Learning Center; however, space is limited, the program has lengthy waitlists, and the cost is not affordable for some staff.  The School should pursue additional options to supplement the current facilities. 
d. Clarify and publicize flextime options and procedures that are currently available to staff.

i. Staff should feel free to explore these options and educate themselves about flextime opportunities when such arrangements could substantially improve work/life balance. 

ii. Supervising administrators and faculty need to be aware of existing flextime options.  They should be responsive to staff who are interested in exploring these options, and to suggest them proactively when it is appropriate.  

iii. Faculty and staff also need to be aware that decisions about implementing flextime arrangements must involve the University’s Office of Human Resources.  

III. MONITORING AND ACCOUNTABILITY
3.1 Recommendation: Develop indicators and methods for monitoring progress toward gender equity goals. 

Mechanism:  

a. Activities that monitor progress in gender equity are already part of the School’s 

culture and should continue:  1) the annual salary analysis by gender and minority status that is conducted under the auspices of the Committee on Affirmative Action (CAA);  

2) exit interviews of professorial faculty;  and 3) the annual review of search committee recruitments.

      Many of these activities were path-breaking, such as the annual salary analysis, and have since been adopted by other divisions of the University.  Additional analyses by gender (for example of the faculty exit interviews) and expanding review of searches to include “target of opportunity” hires are also ways to improve upon these valuable activities. 

Additional monitoring activities will no doubt be added as new initiatives are developed.  In particular, evaluation of the effectiveness of search committees in assuring that women (and minority) candidates are included on short lists may need to be developed.

b. Develop indicators to measure representation of women faculty in senior leadership positions across the School.

    Indicators of “senior leadership positions” including deans, full professors, center/institute directors, departmental leadership roles, and School leadership roles will need to be developed, and data collected from across the School.   This activity could be added to the set that are currently under the auspices of the CAA, but leadership in developing and measuring success will come from the Associate Dean.

c. Periodically, evaluate faculty time-in-rank and retention by gender (and minority status).

     This analysis was last conducted about 10 years ago, but needs to be done on a periodic basis, approximately every 5 years.  The CAA, with leadership from the Associate Dean, seems the appropriate body within the School to house and oversee this activity.
3.2 Recommendation:  Develop indicators of work/life balance and implement surveillance to track trends and the consequences of initiatives to improve work/life balance. 

Mechanisms

a. The Associate Dean with responsibility for gender equity should work with the 
Faculty Senate and other relevant School bodies to develop indicators of work/life balance and methods (e.g. surveys, focus groups) to monitor and track indicators.  

This is an under-developed area that will require indicators and a surveillance mechanism to enable the School to track trends (improvements and problems) in work/life balance.  Some departments periodically conduct faculty surveys of work/life balance, but not all do.  Efforts by the Faculty Senate to survey the School’s faculty have had low response rates, although this has been attempted only once or twice.  The Associate Dean will take the lead in identifying what needs to be measured and how best to collect and analyze data on work/life balance issues.
 

Given the present (2007-2008) decline in funding from NIH and other federal sources in lower pay lines and smaller award sizes, as well as the implementation of HopkinsOne, stressors on faculty, staff and students are likely to mount.  The stress may be particularly acute among faculty; they are likely to submit an increased number of sponsored applications and may be asked to take on additional student mentoring and teaching responsibilities.  It will be important to track and develop creative ways to alleviate the stress, as well as better understand and reassure faculty about career stability.

IV. COMMUNICATION

4.1 Recommendation:  Communicate to both external and internal audiences the school’s commitment to goals concerning gender equity.

Regular communication is essential -- to faculty, staff, students, the leadership of the School, and important external constituents such as alumni -- concerning the School’s goals for gender equity, and progress toward meeting these. 

Mechanisms:  

a. School activities, policies, and procedures that speak to gender equity in career advancement and work/life balance should be communicated to faculty annually at departmental faculty/chair meetings, Faculty Senate, the Dean’s “State of the School”  addresses, and in other venues.

Presentations should include findings from CAA activities (e.g. the salary analysis) as well as existing and new policies related to family leave, stop-the-clock, and other work/life balance issues. 

b. Monthly department administrator meetings held by the Senior Associate Dean of Finance and Administration provide a venue for communicating to departmental 

administrators, but mechanisms are needed to ensure that information regarding career advancement and work/life balance issues is also communicated to staff on a regular basis.

Monthly meetings are held by the Senior Associate Dean of Finance and Administration with administrators from each department.  At least once a year these meetings should be used to review career advancement opportunities and work/life policies and procedures affecting staff.  Department administrators should meet with staff in their departments at least once a year to review these issues and subsequently communicate this action to the Associate Dean for Finance and Administration.

c. An appropriate site on the School’s website needs to be identified for posting annual reports concerning gender equity and other activities of interest to faculty, staff, and students.  

The CAA has an informative website open to the entire School on the portal but it is poorly utilized.

d. Annual reports to the Faculty Senate and to the COW on progress and continuing challenges should be made by the Associate Dean responsible for gender equity. 

FINAL COMMENTS:
The Committee would like to end this report by citing the inter-relatedness of the recommendations above.  For example, while recruitment of women faculty is critical, it is only one part of a continuum that ensures an environment where women are promoted and achieve leadership roles along with their male counterparts. Women staff must feel supported through career ladders and flexibility.  Students need role models and formal and informal means to develop leadership skills.  The recommendations contained in this report will serve to strengthen the School’s environment not only for women but for all segments of the School’s diverse constituency.

Appendix One

Staff tuition benefit changes- as reported in the Johns Hopkins University Gazette, December 17, 2007. Vol. 37, no. 15.

New Tuition Support for Staff Classes 

Part-time undergrad courses not at JHU will be eligible 

By Greg Rienzi
The Gazette 

Beginning in summer 2008, university staff members will be eligible for reimbursement of tuition for part-time undergraduate courses at colleges or universities other than Johns Hopkins. 

The new offering is a response, in part, to changes in the university's own undergraduate course offerings for part-time students. 

Undergraduate programs offered formerly by the university's School of Professional Studies in Business and Education were discontinued or restructured when SPSBE was reorganized into two separate schools. The Carey Business School and the School of Education both began operations Jan. 1, 2007. 

Effective in June 2008, the Carey Business School will offer only two upper-division (junior and senior years only) undergraduate programs, a bachelor of science in business and management and a bachelor of science in information systems. It will no longer offer freshman and sophomore (100- and 200-level) courses. The interdisciplinary studies undergraduate degree program has been phased out. 

Heidi Conway, senior director for benefits services and HR shared services, said that these changes created a gap in undergraduate education opportunities for Johns Hopkins staff. 

"We needed to close this gap for our employees who are trying to advance their education and create opportunities for themselves," Conway said. "We are dedicated to helping our employees, and we feel this new reimbursement policy fills an important need and addresses their concerns." Even before SPSBE's reorganization, Conway said, some staff members had expressed an interest in taking courses elsewhere, either because certain disciplines weren't offered at Johns Hopkins or because other institutions were located closer to their homes. 

Effective July 1, 2008, all full-time staff members will be eligible to use the tuition reimbursement plan to attend part-time undergraduate programs outside the university. The new plan does not apply to graduate studies at other schools. 

It will provide 100 percent reimbursement of tuition (not of fees) up to $2,000 per calendar year. This reimbursement will be available to employees taking part-time freshman- through senior- level under- graduate credit courses at degree-granting accredited colleges and universities. 

Reimbursement will be available only for successfully completed credit courses. Employees, therefore, will have to pay tuition upfront and apply for reimbursement after the course is completed. Reimbursement will not be made for noncredit courses. 

Reimbursement forms will be available on the Benefits Services Web site (hrnt.jhu.edu/ benefits/index.cfm) starting in July. The forms must be submitted with appropriate documentation of the grade earned in each course. 

The tuition remission plan for classes taken at Johns Hopkins will continue to be offered. Those enrolled here are also eligible to participate in the new reimbursement plan for undergraduate studies taken elsewhere. Staff members planning to participate in both plans will be limited to a calendar year IRS maximum benefit of $5,250 for credit courses for employees and their dependents. 

The program and the Carey Business School are currently developing an informative Q&A that will be available on the Benefits Services Web site in the beginning of the year. 

For more information, contact the Benefits Education Assistance Program at 443-997-6890. 

Appendix Two

Family Leave Policy email followed by full policy text

From: Fox, Robin 
Sent: Monday, January 14, 2008 8:56 AM
To: L - Faculty-l
Subject: Faculty Family Leave Policy

TO:                  Full-time Faculty 

                        Johns Hopkins Bloomberg School of Public Health

FROM:            Robin Fox, MS

DATE:             January 14, 2008

SUBJ:              Faculty Family Leave Policy

I wanted to remind all full-time faculty that the Johns Hopkins Bloomberg School of Public Health has a Faculty Family Leave Policy that has been in place for eight years.  The policy enables full-time faculty to take a leave of absence or work part-time for family reasons.  It also enables tenure-track assistant and associate professors to stop their promotion clock.  The policy can be found at the following link:

http://www.jhsph.edu/schoolpolicies/ppm_faculty_1.html#_Toc186603983
Recently, the School’s Committee on Affirmative action proposed a modification of the policy that was approved by the School’s Advisory Board in November 2007.  Now, tenure-track assistant and associate professors notify their chairs within 90 days of a childbirth or adoption to automatically stop the clock for one year.  The more automatic nature of this arrangement is to encourage assistant and associate professors to take advantage of it.  Faculty having a new child must simply inform their department chair that they would like to stop their tenure clock for a year.  Extending the tenure clock does not mean the extra year must be used; it can provide a cushion in cases where it may take a little longer for faculty to be ready for promotion.  

A short summary of the policy is below.  Do not hesitate to let me know if you have any questions.

Faculty Family Leave Policy Summary

Applies to full-time faculty with at least one year of service 

Applies to men and women equally

Family responsibilities may include pregnancy, childbirth, adoption, elderly parents, new disabilities, and death of spouses or dependents  

Since policy was developed in 2000, 7 faculty have stopped the clock (6 women and 1 man) 

Leave without pay (applies to all full-time faculty):

· 90 days without approval (Family Medical Leave) 

· Full-time leave for up to 12 months with approval 

· Part-time leave for up to 3 years (2 years at ½ time or 3 years at 1/3 time) with approval and plan 

Stop the clock (applies to tenure-track assistant and associate professors):

· Part-time leave for up to 3 years (2 years at ½ time or 3 years at 1/3 time) with approval and plan 

· While working full-time: 

New provision:  Childbirth and adoption singled out – faculty member notifies chair within 90 days of childbirth or adoption to automatically stop the clock for one year 
For other health or family reasons – Faculty member makes request to chair within 90 days of clock stoppage

· Negotiate with chair release from teaching and committee responsibilities 

· No retroactive requests 

· Maximum of two additional years of appointment extension at each rank (i.e., up to 9  years as assistant professor and 13 years as associate professor) 

Robin Fox, M.S.
Associate Dean, Academic Affairs
Johns Hopkins Bloomberg School of Public Health
615 N. Wolfe Street, Room W1033
Baltimore, MD  21205
Tel:  410-955-8317
Fax: 410-955-0121
Email: rfox@jhsph.edu
Full text of Faculty Family Leave Policy as referenced in email above.

Bloomberg School of Public Health

Policies and Procedures Memorandum- 1- Faculty- Section 15

15.0.   Faculty Family Leave Policy

15.1.   Preamble

While the importance of rigorous adherence to the School’s high standards of scholarship is acknowledged, it is equally important that actual performance in relation to these standards be judged realistically in accordance with family as well as professional obligations.  In particular, it is recognized that parental and other family responsibilities may legitimately draw certain individuals away from their professional duties for extended periods of time.  Examples of these responsibilities include pregnancy or childbirth, newly acquired dependents (including adoptions and elderly parents), new disabilities, or deaths of spouses or dependents.  To the extent possible, such diversions should be minimally disruptive to the research and teaching programs to which the individual is committed; nevertheless, professional contributions must be judged in relation to the amount of time available to them.

15.2.   Leave Arrangements

Under the circumstances described below, full-time faculty with at least one year of service may be granted full leave without pay for a period normally not to exceed twelve months or part-time leave for a period not to exceed three years.  Extension of the leave period may be granted in exceptional circumstances where special justification has been established.  In all cases other than unforeseen emergencies the leave-taker will give advance written notification to the immediate supervisor regarding the beginning and ending dates of the leave.

15.2.1. Authorization without need for prior approval is granted for leaves of up to 90 days in any 24-month period for reasons of pregnancy, childbirth, adoption, dependent care, new disability, or death of a spouse or dependent.  Faculty should consult with the Office of Human Resources regarding a determination of the applicability of Family and Medical Leave (FML).

15.2.2. Longer leaves for the above purposes must receive the written concurrence of the leave-taker’s supervisor and department chair.

15.2.3. Leaves necessitated by responsibilities to individuals (such as parents) who are not in the above categories but who are dependent upon the requesting individual will be granted as above unless explicitly denied with reason by the supervisor and/or department chair.

15.2.4. Individuals appointed at normally full-time ranks may shift to part-time status for pre-determined periods not to exceed three years for one of the dependency purposes cited above.

Requests for such shifts must be formally submitted to and approved by the supervisor with the concurrence of the department chair.  The request should describe in detail the reasons for the shift to part-time status, the percentage of effort to be devoted for a specified time period, and the manner in which the individual’s commitments to teaching, scholarship, and service will be maintained during the part-time association.

15.3.   Time-in-Rank

Faculty may stop the clock in two ways, by shifting to part-time status for a pre-determined period, or without taking a leave of absence as described below.  

15.3.1 Shift to part-time status 

          In the case of a shift to part-time status under condition (15.2.4) above, time-in-rank will be calculated proportionally.  For example, an individual who gains approval to work half time for a period of two years will accumulate one year in rank during the part-time period of employment.  For such an individual at the rank of assistant professor, the time-in-rank permitted would thereby be extended to eight calendar years.  The maximum would be the faculty member who worked at a third time for up to three years, thereby extending the maximum time-in-rank for an assistant professor up to nine calendar years. 

15.3.2 Stop the clock

          It is also possible for faculty with family responsibilities to stop-the-clock without taking a leave of absence.  Such leaves will include one promotion clock stoppage for up to one year for every pregnancy or childbirth experienced by a faculty member, for every newly-acquired dependent (includes, for example, adoptions and elderly parents), for a new disability, or for death of spouse or dependent.  Under these circumstances, the clock may be stopped for a maximum of two years per promotion interval without shifting to part-time status, thereby extending their maximum time in rank from seven to nine years as assistant professor, and from nine to eleven years as associate professor.  

          While there are a variety of circumstances under which the promotion clock may be stopped, the most likely to affect assistant and associate professors are due to childbirth and adoption.  A tenure-track assistant or associate professor who becomes the parent of a child by birth or adoption will be granted a one-year extension to his or her time in rank.  Notifications must be made by the assistant or associate professor in writing to the department chair and Dean of the School prior to the clock stoppage, or, if such notification is not possible in advance, within 90 days of the childbirth or adoption.  Faculty members whose promotion clocks are affected by this policy may be considered for promotion prior to the expiration of their term, upon recommendation of the department chair.    

          To stop the clock under other circumstances, such as new disabilities, or deaths of a spouse or dependent, the faculty member must make the request prior to or within 90 days of the start date of the clock stoppage through the department chair to the Dean.  No retroactive clock stoppages will be considered.  

15.3.3 Time limits

          There will be a limit of a total of two years of stoppage within any promotion interval (i.e., from assistant to associate professor, or from associate to full professor) from either a shift to part-time status or from stopping the clock while employed on a full-time basis, or a combination thereof.  Furthermore, the faculty member may request and negotiate release from teaching and committee responsibilities with their department chair for the periods corresponding to the above clock stoppages.

15.4.   Benefits

Eligibility for benefits during periods of leave will be governed by established Human Resources Policies of the University.  Specifically, this means that:

a.      During the period of leave medical, dental, group life and dependent life insurance will be made available on the same cost-sharing basis as is available under the Personal Benefits Elections Plan except that employee contributions will be made in after-tax dollars.

b.      In order to qualify for tuition remission, requests for the benefits must be made prior to the initiation of the leave of absence.
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