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Western Kentucky University

Faculty Pregnancy Leave Practices 2005:

A Report on Department Head and Faculty Perceptions

This report details the results of a Spring 2005 survey of Western Kentucky University department heads and faculty regarding their perceptions of faculty pregnancy leave practices. Some readers may be interested in a companion document (Shoenfelt & Schirmer, 2005), which reports in more detail the results of the department head responses. Shoenfelt and Schirmer compared 2005 department head responses to the responses of department heads in a similar study conducted in 1995 (Shoenfelt, 1995).

Rationale for the Study

More women are entering the workforce than ever before. The Department of Labor reported nearly 64 million women were employed in the work force in the year 2002 (Chao & Utgoff, 2004). This number has more than doubled since 1970 when nearly 30 million women were employed in the labor force. With this continuing trend, new work issues related to women require the attention of employers and the subsequent development of new organizational policies. Academia is one work environment that has witnessed a dramatic increase in women over the past two decades. In college and university settings alone, nearly half (42.7%) of the teachers are women (Chao & Utgoff, 2004). This increase in female employment highlights the need for policy development related to issues such as maternity and pregnancy leave.

Under the Pregnancy Discrimination Act of 1978, women who are affected by pregnancy, childbirth, or related medical conditions must be treated in the same manner as other employees who have medical conditions with respect to benefits of any sort including retirement, health insurance, and disability benefits. The 16th Edition of the WKU faculty handbook states, “Sick leave and annual leave are not provided for nine-month faculty appointments.” (p. 17). With regard to procedures to cover faculty absence for sick or medical leave, the WKU document The Explanation of Academic Administrative Procedures for Sick/Medical Leave for Regular, Full-Time Instructional Faculty Members (see Appendix A) states: “Units and departments are encouraged to develop responses that address each faculty member’s situation to ensure that program needs are met, the welfare of the individual faculty member is considered, that undue burden is not placed upon other faculty and staff within the unit or department, and that university and state regulations or requirements are fulfilled. The Associate Vice President for Academic Programs and Faculty Personnel must be informed of and included in the development and approval of these planned responses.” 

Although the two are often confused, it should be noted that pregnancy leave is different from maternity leave. Pregnancy leave is medical leave associated with pregnancy, childbirth, and related medical conditions. Maternity (and paternity) leave is leave to attend to a newborn child. Maternity leave is covered by the Family and Medical Leave Act of 1993 (FMLA), which grants up to 12 weeks of unpaid leave for family and medical purposes. 

Several recent publications focused attention on faculty pregnancy issues (e.g., American Sociological Association, 2004; Halpern, 2004; Sullivan, Hollenshead, & Smith, 2004; Williams, 2004; Wilson, 2003).  Academic policy development can be complicated due to unique factors found in academic settings (e.g., teaching for semester-long periods, the tenure process). Women concerned with achieving tenure and professional respect in a university setting run the risk of losing both when they request time off for a pregnancy (Williams). Furthermore, faculty co-workers frequently are required to absorb the additional work burden resulting from pregnancy leave. The possibility of annoying colleagues due to additional workload upon pregnancy leave is nearly unavoidable. Although it may be unfair to request women to schedule pregnancies during the summer months to cause less of a disruption, it also may be unfair to expect colleagues of pregnant faculty to carry the burden while they are away (Williams). 

Given these legal considerations, internal guidelines, and demographic trends, it should be useful to have data addressing available options for covering faculty pregnancy leave.

Consequently, it seemed prudent to conduct a study of faculty pregnancy leave to provide current information to assist in decisions regarding faculty pregnancy leave. 

Methodology

Department Head Questionnaire

A questionnaire regarding current practices and opinions related to covering classes for female faculty during pregnancy leave was administered to all 47 department heads. The questionnaire was distributed in mid-November 2004; the final completed questionnaire was returned the last week of January 2005. Department heads rated 17 options for covering classes in terms of their willingness to use each option and the perceived fairness of the option to both the pregnant faculty member and other faculty members. Department heads also indicated the frequency with which an option had been used in their department to cover pregnancy leave during the time period from January 1996 through December 2004 (see Shoenfelt & Schirmer, 2005 for more details; 44 pregnancies during this time period were reported). The options for covering class listed on the questionnaire were originally developed for a 1995 study from a focus group consisting of six female faculty members who had given birth (a total of 10 times) while employed as faculty members. For purposes of the current study, two additional options were added to the original 15 options (i.e., “other faculty cover classes as an ‘off load’ (i.e., paid) while the pregnant faculty member is out” and “pregnant faculty member teaches internet/web-based course the semester of the pregnancy”). In addition, an item was included asking department heads what they considered to be a reasonable period of time off for pregnant faculty during pregnancy leave. They were also asked to rate the appropriateness of five decision-making strategies for determining pregnancy leave options. 

Faculty Questionnaire

Questionnaire Development. Faculty were asked to rate the same options for covering class as the department heads in terms of willingness to use and fairness to both the pregnant faculty member and other faculty member. Two additional options identified by department heads as being utilized to cover pregnancy leave were added to the faculty questionnaire, for a total of 19 options. The two new options were “Pregnant faculty member delivers when classes are in recess (e.g., summer, winter break)” and “Pregnant faculty member teaches summer school without pay to bank course loading for pregnancy leave.” The 19 options may be found in Appendix B.

Questionnaire Administration. Administration of the faculty questionnaire was conducted online. The questionnaire was sent to all faculty members on campus via campus email February 17, 2005; faculty members were requested to complete the questionnaire by March 4, 2005. Data were compiled electronically.   


Participants. Some 678 faculty members received the faculty questionnaire via campus email. Two hundred and twenty-one faculty members responded to the survey, for a response rate of 33%. One hundred and three respondents (47%) identified themselves as male and 117 identified themselves as females (53%); 114 (52%) respondents had received tenure; 106 (48%) respondents had not received tenure; 82 (37%) respondents had been faculty members for less than five years, 48 (22%) for five to 10 years, 32 (15%) for 10 to 15 years, and 58 (26%) had been professors for more than 15 years. One person did not respond to the demographic items. Sixteen percent had participated in covering or helping to cover a class for a colleague while she was on pregnancy leave. Among the female respondents, 47 (40.2%) had no children; 30 (25.6%) had children before coming to the university; 6 (5.1%) had children before coming to the university and had one or more children during her career at WKU; 20 (17%) had had one child during her WKU career; and 14 (12.0%) had had two or more children during her career at WKU.

Results

The responses to the Pregnancy Leave Practices Questionnaire were aggregated to obtain a description of current practices and to provide data to department heads, deans, and faculty on various options available for class coverage. Hopefully, the results of this survey will provide timely and practical information. 

Table 1 contains a summary of the faculty ratings of the options for covering classes for pregnant faculty members before and after delivery. The options are listed in rank order of faculty member reported willingness to use. 

Table 1. Summary of Faculty Pregnancy Leave Practices Questionnaire Responses

__________________________________________________________________________________________
                        

         WILLING TO USE1
 FAIR-PREG FAC2       FAIR-OTHER FAC3
OPTION
         
         MEAN (SD) N RANK       MEAN (SD) N RANK   MEAN (SD) N RANK

__________________________________________________________________________________________

Other Faculty Cover


Offload (paid)
     
3.79 (1.02)   219  1
3.97 (1.04)   215  1
3.82 (1.06)   211  1

Teach Web Course
     
3.64 (1.10)   216  2
3.72 (1.08)   216  3
3.74 (0.99)   208  3

Hire Temp. Instructor      

3.64 (1.10)   218  3
3.83 (1.02)   216  2
3.71 (1.03)   211  4     

Team Teach

     
3.55 (1.07)   217  4
3.64 (1.02)   215  4   
3.29 (1.06)   208  7

Teach Bi-Term
     

3.53 (1.07)   216  5
3.56 (1.13)   215  5
3.78 (0.92)   210  2     

Teach Overload Pre-
   
3.01 (1.16)   217  6
2.81 (1.32)   216  13  
3.55 (1.09)   213  5 

Hire Graduate Student    

2.92 (1.17)   215  7
3.40 (1.16)   211  6
3.27 (1.14)   210  9  

Teach Summer School w/o


Pay to Bank Hours
  
2.89 (1.37)   217  8
3.06 (1.41)   214  8
3.27 (1.18)   209  8

Supervise Indep. Study   

2.86 (1.17)   215  9
3.10 (1.21)   213  7
2.80 (1.13)   210  14 

Leave Without Pay
     
2.86 (1.32)   218  10
2.55 (1.26)   213  18  
3.11 (1.12)   210  12  

Sabbatical Leave
     

2.81 (1.28)   216  11
2.74 (1.28)   212  14  
2.87 (1.23)   206  13   

Teach Overload Post-
     
2.75 (1.14)   216  12
2.60 (1.28)   216  16  
3.43 (1.11)   212  6    

Supervise Intern/Pract     

2.71 (1.14)   214  13
3.01 (1.19)   211  9   
2.73 (1.12)   206  15  

Theses Supervision 
    
2.67 (1.14)   214  14
2.99 (1.16)   210  10   
2.71 (1.14)   208  16 

Administrative Duties      

2.65 (1.16)   214  15
2.94 (1.17)   212  12
2.67 (1.15)   209  17   

Research Reduction
     
2.63 (1.26)   216  16
2.95 (1.23)   213  11
2.60 (1.17)   209  18   

Reduce Work & Pay
    
2.58 (1.19)   215  17
2.57 (1.19)   216  17  
3.12 (1.07)   208  11   

Other Faculty Cover   

Without Pay             

2.55 (1.22)   219  18
2.69 (1.32)   214  15   
1.94 (1.04)   212  19   

Deliver During Recess 

2.55 (1.38)   204  19
2.39 (1.35)   209  19
3.17 (1.11)   201  10
_________________________________________________________________________________________________________________________________

     
   Each option was rated on the following scale in terms of the department head's willingness to

actually use this option to cover classes for a pregnant female faculty member in his/her department. 
5 = Very willing to use.  This would be included among my most preferred options.

4 = Willing to use.  I would have no reservations about using this option.

3 = Willing with reservations.  I see some problems with this option but would still use it.

2 = Not willing to use.  I would object to using this option.

1 = Refuse to use.  I would refuse to use this option under any circumstance.

      2   Each option was rated on the following scale in terms of perceived fairness to the pregnant faculty  

member:
1---------------2---------------3---------------4---------------5

   


Extremely Unfair
Unfair

            Fair         Extremely Fair

     3  Each option was also rated on the same fairness scale in terms of how fair the faculty member 
perceived the option to be to other faculty members in his/her department.

Table 2 contains reported use and a summary of the department head ratings of the options for covering classes for pregnant faculty members before and after delivery. The options are listed in rank order of department head reported willingness to use. 

Table 2. Summary of Department Head Pregnancy Leave Practices Questionnaire Responses

__________________________________________________________________________________________
                                 #TIMES
WILLING TO USE1
FAIR-PREG FAC2       FAIR-OTHER FAC3
OPTION                     USED
MEAN (SD) N RANK
MEAN(SD) N RANK   MEAN (SD) N RANK




       1996-2004


__________________________________________________________________________________________

Hire Temp. Instructor      6
3.73 (0.91)    46   1
4.22 (0.86)   47    1
4.11 (0.77)   46    1     

Other Faculty Cover


Offload (paid)           2
3.60 (1.03)    46
2 
4.14 (0 .97)  47    2
4.00 (1.00)   46    2

Teach Web Course          1
3.50 (1.09)    46   3
3.96 (0.98)   47    3
3.97 (1.02)   46    3

Teach Bi-Term
            4
3.49 (1.10)    46   4
3.85 (1.00)   46    5
3.89 (0.98)   45    4     

Team Teach
            6
3.30 (0.92)    46   5
3.61 (0.96)   47    7   
3.09 (0.98)   46   10   

Teach Overload Pre-        3
3.27 (1.22)    46   6
3.25 (1.33)   47   12  
3.64 (1.04)   45    5 

Teach Overload Post-       3
3.07 (1.12)    45   7
3.12 (1.27)   47   14  
3.60 (1.05)   45    7    

Leave Without Pay          2
3.07 (1.42)    46   8
2.70 (1.37)   47   16  
3.27 (1.32)   44    8  

Other Faculty Cover 

     Without Pay              24
2.99 (1.14)    46   9
3.76 (1.28)   47    6   
2.09 (0.98)   46   17   

Sabbatical Leave
             0
2.87 (1.38)    46  10
2.97 (1.42)   46  15  
3.24 (1.39)   43    9   

Research Reduction          3
2.79 (1.10)    45  11
3.28 (1.24)   46    9
2.60 (1.12)   45   13   

Hire Graduate Student      0
2.72 (1.08)    45  12
3.85 (1.08)   44    4
3.64 (1.14)   42    6   

Supervise Indep. Study     1
2.69 (1.09)    46  13
3.33 (1.20)   45    8
2.63 (1.19)   44   12   

Administrative Duties       1 
2.64 (0.93)    45  14
3.24 (1.21)   46   13  
2.51 (1.04)   45   15   

Supervise Intern/Pract       3
2.57 (1.12)    45  15
3.27 (1.23)   45   10   
2.59 (1.17)   44   14  

Theses Supervision           3
2.43 (1.02)    44  16
3.25 (1.22)   44   11   
2.49 (1.10)   43   16 

Reduce Work & Pay         1
2.41 (1.11)    44  17
2.59 (1.28)   47   17  
3.08 (1.22)   44   11   

__________________________________________________________________________________________

Deliver During Recess   2

not rated


(These options were written in as additional

Teach Summer School   2

not rated


             methods of covering classes.)

   Without Pay to Compensate for Pregnancy Leave  

________________________________________________________________________________________________________________________________________________________________________________________________________

     
   Each option was rated on the following scale in terms of the department head's willingness to

actually use this option to cover classes for a pregnant female faculty member in his/her department. 
5 = Very willing to use.  This would be included among my most preferred options.

4 = Willing to use.  I would have no reservations about using this option.

3 = Willing with reservations.  I see some problems with this option but would still use it.

2 = Not willing to use.  I would object to using this option.

1 = Refuse to use.  I would refuse to use this option under any circumstance.

     2 Each option was rated on the following scale in terms of perceived fairness to the pregnant faculty member:

1---------------2---------------3---------------4---------------5

   


Extremely Unfair
Unfair

           Fair
       Extremely Fair

     3  Each option was also rated on the same fairness scale in terms of how fair the department head 
perceived the option to be to other faculty members in his/her department.

Willingness to Use

Faculty reported other faculty teaching as an offload, teaching a web course, hiring a temporary instructor, team teaching, and teaching a bi-term as the options they were most willing to use. Delivering during recess, other faculty cover without pay, and reduced work and pay were reported as the options faculty were least willing to use. Department heads reported hiring a temporary instructor, other faculty cover as an offload, teaching a web course, and teaching a bi-term as the options they were most willing to use. Department heads reported reduced work and pay, thesis supervision, and internship or practicum supervision as the options they were least willing to use. (It might be noted that department heads did not rate deliver during recess as an option for covering class.) Faculty willing-to-use ratings were correlated with department head willing-to-use ratings. This correlation was significant (r = .79, p < .01), indicating that faculty and department heads are in agreement regarding the options they are most willing to use. 

Fairness to Pregnant Faculty Member

Faculty reported other faculty teaching as an offload, teaching a web course, hiring a temporary instructor, team teaching, and teaching a bi-term as the options fairest to the pregnant faculty member. Faculty rated delivering during recess, leave without pay, reduced work and pay, and teaching an overload post-delivery as the options least fair to the pregnant faculty member.  Department heads rated hiring a temporary instructor, other faculty cover as an offload, teaching a web course, hiring a graduate student, teaching a bi-term, other faculty cover without pay, and team teaching as the options most fair to the pregnant faculty member. Department heads rated reduced work and pay, leave without pay, and sabbatical leave as the options least fair to the pregnant faculty member. Faculty fairness-to-pregnant-faculty ratings were correlated with department head fairness-to-pregnant-faculty ratings. The correlation was significant (r = .88, p < .01), indicating that faculty and department heads are in substantial agreement regarding option fairness to the pregnant faculty member.

Fairness to Other Faculty

Faculty rated faculty teaching as an offload, teaching a bi-term, teaching a web course, hiring a temporary instructor, and teach an overload pre-delivery as the options most fair to other faculty members. Faculty rated other faculty cover without pay, research reduction, and administrative duties as the options least fair to other faculty. Department heads reported hiring a temporary instructor, other faculty cover as an offload, teaching a web course, teaching a bi-term, teaching an overload pre-delivery, and hiring a graduate student as the options most fair to other faculty members. Department heads rated other faculty cover without pay, thesis supervision, administrative duties, and supervise internship or practicum as the options least fair to other faculty. Faculty fairness-to-other-faculty ratings were correlated with department head fairness-to-other-faculty ratings. The correlation was significant (r =.93, p < .01), indicating faculty and department heads are in substantial agreement with regard to option fairness to other faculty. 

Three of the 19 options require effort from other faculty when used as an option for covering classes for pregnant faculty on leave. These three options are: (a) Pregnant faculty member team teaches with another faculty member who covers classes during delivery and recovery, (b) Other faculty members cover classes, as an ‘off load’ (i.e., paid) while the pregnant faculty member is out, and (c) Other faculty members cover classes while the pregnant faculty member is out (i.e., no payment). To determine whether these options were considered less fair to other faculty, we conducted t-tests between the mean ratings for each of the three high-demand options and the mean rating across all low-demand options (Faculty M = 3.16, SD = .39); Department Head M = 3.23, SD = .57). 

Faculty and department head perceptions followed the same pattern concerning the options that require effort from other faculty. Both faculty and department heads rated the option “other faculty cover without pay” as less fair to other faculty than those options requiring no effort from other faculty (Faculty ratings: M = 1.94, SD = 1.04; t (211) = -17.04, p < .001; Department Head ratings: M = 2.09, SD = .98; t (45) = -7.87, p < .001). Both faculty and department heads rated the option “team teaching” to be equivalent in fairness to other faculty as the options requiring no effort from other faculty (Faculty ratings: M = 3.29, SD = 1.06; t (207) = 1.78, n.s.; Department Head ratings: (M = 3.09, SD = .98; t (45) = -.99, n.s.).  Both faculty and department heads rated the option “other faculty cover with pay” as more fair to other faculty than the options that require no effort from other faculty (Faculty ratings: M = 3.82, SD = 1.06; t (210) = 9.09, p < .001; Department Head ratings: M = 4.00, SD = 1.01; t (45) = 5.19, p < .001).  Apparently, it is an uncompensated additional demand on other faculty that results in perceptions of a lack of fairness to the other faculty by both department heads and other faculty.

Relationship Between Department Head Fairness and Willingness to Use Ratings 

There is substantial agreement among the top four options in terms of department head reported willingness to use, perceived fairness to the pregnant faculty member, and perceived fairness to other faculty members. However, there is much less agreement between department head reported willingness to use an option and the number of times the options were actually used to cover classes for the pregnant faculty member.

As department heads have the final responsibility for class coverage during pregnancy leave, it was of interest to determine how their ratings of willingness to use an option related to fairness ratings. Department head fairness to pregnant faculty ratings were significantly correlated with department head willingness to use ratings (r = .60, p < .05), indicating reported willingness to use an option is related to perceived fairness to pregnant faculty. Department head fairness to other faculty ratings were significantly correlated with department head willingness to use ratings (r = .80, p < .01), indicating reported willingness to use an option was more strongly related to perceived fairness to other faculty members than to fairness to the pregnant faculty member. 

Decision-Making Methods for Determining Options for Class Coverage
The Pregnancy Leave Questionnaire asked respondents to indicate the appropriateness of five methods for making the decisions of how to cover classes for the pregnant faculty member. The ratings were made on a four-point scale ranging from 1 (completely inappropriate) to 4 (very appropriate). The five methods were:

Autocratic:   The department head determines which option(s) to utilize to cover classes for the pregnant faculty member without consulting the faculty member.

Consultative:  The department head consults with the pregnant faculty member, but the department head determines which option(s) to use to cover classes for the pregnant faculty member.

Participative: The department head and the pregnant faculty member decide together which option(s) to use to cover classes for the pregnant faculty member.

Delegated: The pregnant faculty member independently decides which option(s) to use to cover her classes while she is on pregnancy leave.

Group: The department faculty as a group decides the option(s) to be used to cover classes for the pregnant faculty member.

Faculty Ratings. An analysis of the faculty ratings indicated significant differences among the decision methods in their perceived appropriateness (F (4, 864) = 209.31, p < .001, Eta2 = .49). Inspection of the lower and upper bound of the 95% confidence interval for each mean indicated that the mean ratings for each of the five decision-making methods were significantly different from every other mean. The department head and pregnant faculty member working together to decide options (i.e., participative) was rated by faculty as the most appropriate method (M = 3.31, SD = .77), followed by the department faculty making the decision as a group (i.e., group; M = 2.54, SD = .99). The department head making the decision after consulting with the pregnant faculty member (i.e., consultative) was rated as the next most appropriate method (M = 2.13, SD = .72). The pregnant faculty member independently deciding the options (i.e., delegated) was rated as the next to least appropriate method (M = 1.74, r = .77). The department head independently deciding the options (i.e., autocratic) was rated as the least appropriate method (M = 1.32, SD = .60). 
Department Head Ratings. An analysis of the department head ratings likewise indicated significant differences among the decision-making methods in their perceived appropriateness (F(4, 184) = 54.97, p < .001, Eta2 = .54). Inspection of the confidence intervals for the means indicated that the department heads and faculty member working together (i.e., participative) to decide options (M = 3.29, SD = .79) and the department head making the decision after consulting with the pregnant faculty member (i.e., consultative; M = 3.12, SD = .75) were rated as the most appropriate methods by department heads. The department faculty as a group making the decision (i.e., group) was rated as the next most appropriate method (M = 2.21, SD = 1.04). The department head independently deciding the options (i.e., autocratic; M = 1.61, SD = .87) and the pregnant faculty member independently deciding the options (i.e., delegated individual) were rated as the least appropriate methods (M = 1.25, SD = .45) by department heads. 

Thus, department heads and faculty agree that the participative method of decision making (i.e., pregnant faculty member and department head deciding together) is the most appropriate for determining options for covering class during pregnancy leave. Faculty believe a decision by the departmental faculty as a group is the second most appropriate method; this group method was rated as one of the least appropriate methods by department heads. Department heads believe the consultative method (i.e., where the department head consults the pregnant faculty member, but makes the final decision) is the second most appropriate method; faculty rated consultative as the third most appropriate method for determining which options to use to cover class.

Reasonable Length of Time 

Both department heads and faculty members were asked what they considered to be a “reasonable length of time” for a female faculty member to be absent due to pregnancy and childbirth. Forty-four department heads responded to this item and reported a mean of 12.23 weeks (SD = 8.75) to be a reasonable period of time before returning to work. Department head responses ranged from 3.5 weeks to 52 weeks. There were a number of comments indicating that the exact amount of time should be decided on a case-by-case basis dependent upon the individual situation. One hundred and sixty-eight faculty responded to this item and reported a mean of 9.44 weeks (SD = 5.62) to be what they considered a reasonable period of time before returning to work. Faculty responses ranged from two weeks to 52 weeks. 

Comments

Department heads and faculty members had the opportunity to write in comments on the questionnaire. Several comments made by the department heads indicated that each case needed to be considered on an individual basis to determine the best option(s) for covering the pregnancy leave. Several comments indicated that the university should acknowledge that within the university community in any given year there will likely be faculty members taking pregnancy leave and that funds should be budgeted for the costs of covering pregnancy leave. The department heads also noted the difficulty in finding qualified people to teach courses. Several comments inquired about adoptions. However, as pregnancy leave is related to the medical conditions associated with pregnancy, it does not include time off to be with a newly adopted child. Maternity leave, not pregnancy leave, is appropriate for adoption. Finally, there were several comments that indicated consideration should be given to stopping the tenure clock during absences due to pregnancy. To the extent that this is done for other leave for medical reasons, it would be equally appropriate for pregnancy leave. The comments made by department heads may be found in Appendix C.

Faculty Comments may be found in Appendix D. A Q-sort to categorize faculty comments into meaningful clusters was completed by five master’s degree candidates in Industrial/Organizational Psychology. Faculty comments were grouped into two main categories: comments concerned with policy and procedural issues and comments concerned with value-based issues. Several faculty with an altruistic inclination offered nine comments critiquing the current study and the questionnaire used in the study. 

The majority of faculty comments fell into the category concerned with pregnancy policy and procedural issues (40 comments). The most frequent comment concerned the availability or need for various options to cover classes for a faculty member on pregnancy leave (14 comments). Several comments indicated that some faculty are unaware of the current guidelines (legal and internal) for pregnancy leave. Other comments in the category of policy and procedural issues included the concern for the decision method used to determine leave (6 comments) and whether or not pregnancy leave should be treated like other illnesses (8 comments). 

Comments in the category of value-based issues concerned planning pregnancy (10 comments), student needs (3 comments), the mother-child bond (2 comments), concern for the father (5 comments), and ill feelings towards faculty pregnancy and pregnancy leave (1 comment). 

Conclusions

Department heads have used a variety of options to cover classes for pregnant faculty members while they are out on pregnancy leave. Frequently, more than one option is utilized to cover a single pregnancy leave. Department heads can take into consideration data concerning willingness to use, fairness to the pregnant faculty member, and fairness to other faculty members as they are working with faculty to arrange options for class coverage. During the time period from 1996 to 2005, other faculty covering classes without pay was the most frequently utilized option, followed by hiring a temporary instructor and team teaching.  It should be noted that not all options are equally viable for every department. For example, a department without a graduate program would not be likely to be able to hire a graduate student to cover classes nor would the faculty in that department be likely to have earned a reduction for theses direction. “Hiring a temporary instructor to cover classes” was clearly the option most preferred by department heads as it was rated the option most willing to use, the most fair to the pregnant faculty member, and the most fair to other faculty members. “Other faculty cover as an offload” was the option preferred by faculty, as it was rated the option most willing to use, most fair to the pregnant faculty member, and the most fair to other faculty members. The data reported in Tables 1 and 2 should prove useful to department heads, deans, and faculty members as they determine which options will be used to determine class coverage for pregnancy leave.

The distinction between pregnancy leave and maternity leave is sometimes confused. As previously stated in this report and as explained on the Pregnancy Leave Questionnaire, pregnancy leave is a medical leave associated with pregnancy, childbirth, and related medical conditions. Maternity (and paternity) leave is leave to attend to a newborn child. Maternity leave is covered by the Family and Medical Leave Act of 1993 (FMLA), which grants up to 12 weeks of unpaid leave for family and medical purposes. Some of the comments made by the faculty and department heads suggest they remain unclear on this distinction. 

An issue that came to light during the course of this study is that male faculty are the only Western employees that have no provision for taking paid leave for the birth of a child. Under Western’s leave procedures, pregnancy leave for the female faculty member essentially transforms seamlessly into maternity leave.  Pregnant female faculty can utilize the university administrative procedure for medical leave for a period of time up to one semester as needed. Pregnant female staff members have sick days and vacation days they can utilize before having to take unpaid leave. Male staff members can take vacation days before being required to take unpaid leave under FMLA.  Male faculty have no administrative procedure for taking “official” leave for the birth of a child. Male faculty may utilize FMLA for unpaid leave time, which is the option available to faculty for the adoption of a child.  In practice, some male faculty are able to take unofficial leave by having other faculty cover for them as a courtesy, through diligent scheduling, or when the mother delivers during the three months 9-month faculty are not on the pay roll. 

A critical component of Western’s Explanation of Academic Administrative Procedures for Sick/Medical Leave for Regular, Full-time Instructional Faculty Members is the flexibility it enables for department heads and faculty members in covering pregnancy leave. The importance of this flexibility is evidenced by the fact that 17 different options were used during the 1996-2004 period to cover 44 faculty pregnancies (in some cases, more than one option was used to cover a pregnancy). This flexibility is useful in accommodating faculty preference and/or need and department resources in covering classes for the pregnant faculty member. As several of the comments indicate that some faculty are unaware of the university guidelines for faculty medical leave, it may be worthwhile for these guidelines to be more widely distributed on campus. 
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Appendix A

EXPLANATION OF ACADEMIC ADMINISTRATIVE PROCEDURES FOR

SICK/MEDICAL LEAVE FOR REGULAR, FULL-TIME INSTRUCTIONAL FACULTY MEMBERS 

EXPLANATION OF ACADEMIC ADMINISTRATIVE PROCEDURES FOR

SICK/MEDICAL LEAVE FOR REGULAR, FULL-TIME INSTRUCTIONAL FACULTY MEMBERS

Faculty members have the right to invoke the provisions of the Family Medical Leave Act (FMLA) for personal or family medical emergencies or other qualified reasons as defined by University policy.   The FMLA permits up to twelve weeks of unpaid leave and ensures that the faculty member’s position will be held for them during the leave.  Applications for FMLA are available through the Department of Human Resources.


As an alternative to FMLA, the academic division of Western Kentucky University has historically pursued informal arrangements and practices which enabled student needs to be met or essential faculty services to be provided when individual faculty members are unable to fulfill assigned duties and responsibilities due to the faculty member’s own illness or incapacity.  While the majority of these informal practices and arrangements have proven satisfactory, there are basic constraints that exist for faculty who need such informal leave and are unable to fulfill their instructional, service, and research duties.  This document identifies important elements related to faculty leave and circumstances, which relate to absence or inability to fulfill instructional and professorial duties due to medical or health related causes.

· Ordinarily, faculty members absent due to their own medical or health related causes would be continued on full salary for a period of up to one semester.  Cases that extend beyond one semester will normally require the faculty member involved to apply for the university’s long-term disability insurance coverage and/or other means of income protection for the faculty member (such as KTRS Disability Retirement).  Faculty members are not continued in a paid status for leaves due to medical conditions of a spouse or qualified dependent.

· Units and departments are encouraged to develop responses that address each faculty member’s situation to insure that program needs are met, the welfare of the individual faculty member is considered, that undue burden is not placed upon other faculty and staff within the unit or department, and that university and state regulations or requirements are fulfilled.  The Associate Vice President for Academic Programs and Faculty Personnel must be informed of and included in the development and approval of these planned responses.

· Faculty members utilizing the alternative, informal procedure and who continue in paid status will have the first twelve weeks of such paid leave designated as FMLA leave for the purpose of record keeping.   

Appendix B

Options for Covering Classes 

as They Appeared on the Pregnancy Leave Practices Questionnaire

Options for Covering Classes During Faculty Pregnancy Leave

Pregnant faculty member teaches an overload the semester before delivery.

Pregnant faculty member teaches an overload the semester following delivery.  

Pregnant faculty member teaches bi-term course(s) during the half of the semester in

which she does not deliver.

Pregnant faculty member team teaches with another faculty member who covers classes during  delivery and recovery.

Pregnant faculty member teaches internet/web-based course the semester of the

pregnancy.

Other faculty members cover classes, as an “off load” (i.e., paid) while the pregnant

faculty member is out.

Other faculty members cover classes while the pregnant faculty member is out (i.e., no

payment).

Hire a temporary instructor to cover classes.

Hire a graduate student to cover classes.

Provide the pregnant faculty member with a course load reduction for research.

Provide the pregnant faculty member with a course load reduction for administrative

duties.

Provide the pregnant faculty member with a course load reduction for theses supervision.

Provide the pregnant faculty member with a course load reduction for supervising

practicum or internship.

Provide the pregnant faculty member with a course load reduction for supervising

independent study/readings course.

Grant the pregnant faculty member a leave of absence without pay.

Have the pregnant faculty member take a planned sabbatical leave.

Maintain pregnant faculty member's tenure track position but at reduced pay and

workload.

Pregnant faculty member delivers when classes are in recess (e.g., summer, winter

break).

Pregnant faculty member teaches summer school without pay to “bank” course loading

for pregnancy leave.

Appendix C

Department Head Comments to Open Ended Questionnaire Items 

Question:
Comments:  We are interested in any additional comments concerning options for covering classes for pregnant female faculty members.  Please list any additional comments you have in the space provided.

How to cover classes in a pregnancy situation must be worked out on an individual basis: due date, female faculty wishes, health, faculty situation in the department, what's considered "fair" by the faculty and others who might take over some of the classes is hard to predict and needs to be worked out when the situation arises. e.g. I wanted to take a leave without pay for my 1st child. 

In some circumstances, the dean needs to be drawn into the discussion as well. In addition, complications during or after the pregnancy should be acknowledged as further elements to be considered as necessary although perhaps they would be considered under existing sick leave or family care leave policy. 

Raising a family is a normal part of life-any university should have a plan based upon % female faculty in need or any year and budget for replacements. The faculty member should not be negatively impacted in any way for…

We need to consider fairness to students in the mix. 

Small faculty size, lots of classes, finding external people qualified to teach courses is difficult.  Need a visiting professor. 

Also need to consider stopping the tenure clock during absences due to pregnancy/delivery.

Um…why do you use the phrase "pregnant female faculty members"? Do you know something I don't?

To use j-term or summer term before or after the childbirth as means to bank courses.

I have not experienced this situation, however, in general I believe fairness and compliance with legal requirements should guide decisions.

I think that adoption should be covered, as well as pregnancy.

How does adoption fit into this process?

Appendix D

Faculty Member Comments to Open Ended Questionnaire Item

Question:
Comments:  We are interested in any additional comments concerning options for covering classes for pregnant female faculty members.  Please list any additional comments you have in the space provided.

I. Policy and Procedural Issue Comments

A. The importance of the pregnancy topic or policy/need for policy change

I think that this is a big issue.  Women have to plot and plan and calculate their

pregnancies around summer or winter break and it's just not fair.  There are good options

and I think the female faculty should have roll in deciding how she will cover her

classes or make up work.  But, she should never be ask to lose pay or rank to have a

child.  If the people in the department complain -- tough!  Get rid of them!

Without a clear policy, there is the potential for great abuse within departments,

especially among those who do not recognize the importance of the perinatal period on

infant health and development. I also believe that WKU should go a step farther and

declare through policies that we are family friendly. Examples include a policy on

breast milk collection and storage, job-sharing, etc. Also, I think a woman (or man) should never have to apologize or be made to feel inadequate professionally for putting their family responsibilities first. Thank you for conducting this survey.

I have heard many grumblings from various female faculty members about the current

state of maternity leave at Western, so I am very grateful that there is some research

being done in this area that will hopefully remedy the situation.

WKU needs a pregnancy policy but most of the ideas expressed in this survey are

ludicrous.

Parental leave for both men and women should be regarded as a universal human right,

as it is in most other affluent Western societies.  The 12 weeks of unpaid leave currently

allowed under the Family and Medical Leave Act is woefully inadequate.  I would favor at least 12 weeks of paid leave with the possibility of additional unpaid leave of one year.

I think the University needs to take significant steps to make Western a more family

friendly working environment, including a policy that outlines for maternity leave.

This is an important issues.  I planned my pregnancy to deliver during summer and

prayed for no complications and preterm labor.   Other countries allow leave for new

fathers and mothers negotiated based upon a policy and whether mother breast feeds.

Definitely do not leave up to department heads alone.  I know of a faculty member who

actually had to quit and then hope a position would reappear to allow her to rejoin the

faculty in her department! Your survey wouldn't allow my actual answer in number of

weeks - we should have a range available dependent upon birth of a healthy baby,

support services available etc.

We should have paid pregnancy leave as a right on a European model or that of more

progressive companies in the United States.

This might sound idealistic, but I think health insurance companies should pick up the tab

associated with pregnancy and delivery. A pregnant faculty member should not feel

"punished" for being pregnant. Moreover, she should not feel that her pregnancy is a

"curse" for the whole university community. I think she should be helped both financially

and work load wise. It would be nice if the university had a pool of money set aside to

help a faculty member's pregnancy and delivery without putting a burden on fellow faculty members or the department. Finding "excuses" (such as "banking summer teaching," "team teaching," "giving her research time") to help her out is really not the solution and will lead to tensions between the pregnant faculty member and other faculty eventually. Having the department head to decide the "fate" of the pregnant faculty member is
extremely authoritarian, and in mind this should be a democratic decision. There should be some university system in place that helps out with pregnancies and deliveries.

It appears that paid leave for a period was not an option among the 19 we rated, nor was

the option to take the semester at full pay with a half load. Some of our benchmarks do

the latter (see App. State). I think it is embarrassing that WKU has no policy for faculty,

neither pregnancy nor maternity. It says we are very old-fashioned. I would like to know

how we measure up to our benchmarks on this issue.

I do not have any children but in a few years I may decide to have some so this issue is

very important to me.   I teach at the community college and the options for taking time

off for "research" or "thesis" work is not applicable for us.

B. Concern for the decision method used to determine leave

I don't think policies should refer to "the pregnant female." Rather I think there should be

a general bottom line policy for all full time tenure tract faculty who become pregnant and deliver during the Fall or Spring term.

Appropriateness of Methods for Determining Options should be covered by university HR policy and not governed AT ALL at the department level.

Faculty member should be allowed as much input as possible

As with other such contingencies faculty peers and students are impacted most directly

and bear the burden.  It is important that they be heard but also that they influence the

decision.  In my experience faculty peers are very understanding and generous at such

times.

All affected parties (the pregnant faculty member, the department head, and any other

faculty who would be asked to cover classes for the pregnant faculty member) should be

fully involved in the decision of the appropriate option for covering classes.

The individual departments should not be making decisions independently.  The

university should have a policy that would apply to ALL university employees.

C. Whether or not pregnancy leave should be treated like other illnesses

Having never been pregnant - and glad of it - I really can't speak for pregnant faculty, but

I am of the opinion that pregnancy should be treated the same way as any other illness,

injury, or surgery for which any male or female faculty would need to be off from work.

Same procedure should apply to other faculty illnesses

Perhaps pregnancy is , but this survey makes me wonder why pregnancy --especially

delivery and post delivery--isn't treated like other "long term" recovery medical procedures.  Do we not have some basic policy/procedure for folks who, dor example,

have heart surgery and then have a considerable recovery time--why doesn't pregnancy

fall under these types of guidelines?

I have no problem with departments working with pregnant faculty members, just as they

work with faculty members needing sick leave/surgical leave, to re-arrange load in a

manner that is fair both to the pregnant faculty member and to  her departmental

colleagues.  There have been more sick members of my department (usually surgical

cases requiring significant recovery time or chemotherapy patients) than pregnant

women (in fact, I'm the only one), but overloading and off-loading to colleagues who are

then compensated for helping out seems to work fairly for everyone and promotes

collegial solutions/departmental harmony.

I treat this much as I would any other illness.  It is a temporary disability, albeit a voluntary one, so I would expect that we are ethically and legally required to provide a female member who is pregnant with the same policies/procedures as a colleague who has had an elective surgery or accident with limited time frames.

How do we cover for other "sick" time for faculty?  The issues are much the same as

addressed in this survey.  This MUST be addressed in the interest of fairness to ALL

FACULTY--not just those needing pregnancy leave.

Since childbirth is strictly related to being a woman, I feel it is very unfair to the male

faculty to have to cover a pregnant females classes without some form of compensation.

Perhaps female faculty would agree to cover each other during these times, then it would

be fair to the male faculty.  Pregnancy is not like any other illness that could effect either

gender.  In my humble opinion no one minds filling in for a sick colleague, because at

some time we all could be in the position of needing help ourselves.  However, it is unjust to the male faculty (without compensation of some kind) to expect them to cover a

pregnant female faculty members duties in addition to their own.

Ideally, faculty would work through the pregnancies of their colleagues in the same way

that they would work through a sickness. Hopefully they would be as supportive and

helpful. Unlike a sickness, they should have months to plan and think through the options

and needs of the department and worker so that they can reach a mutually accepted

solution in advance. It shouldn't be that hard.

D. Concern with available or needed options to cover pregnancy leave

Having the entire department decide as a group how to cover classes for a pregnant

faculty member seems like overkill.

Most of the options for covering a pregnant faculty member's absence have nothing to do

with other faculty, in terms of fairness to them.

Much is going to depend upon the size of the department and the level of classes taught.

It may be very difficult to find substitutes for faculty teaching upper level and graduate

courses in smaller departments, which are typically overextended under normal

circumstances.

I delivered in the fall of 2003. I was only given 4 weeks before returning to work.

I don't think that other faculty members should be asked to teach classes for the

pregnant faculty. Faculty are overloaded already. I think that this should be treated as any

other sickness.

I am unhappy with the options provided. Why does the semester where teaching is made

When untenured female faculty members are pregnant - they should be taken off the

tenure clock for 1 semester.  I do feel each faculty member can work out an

aggrangement with her department head to cover her teaching load in some way (before

or after the pregnancy - banking some teaching in the summer, teaching an 8-week

bi-term, etc).  However, I think it is unrealistic (and unfair) for us to think a new mother

can maintain an active research agenda, teach, give birth, and start caring for the

newborn all in one year.  Since we have a big teaching load here at WKU, and since

most of our tenure review is based on our teaching - the department head and faculty

member can work out an informal policy to handle the teaching loads during the

pregnancy and in the months following the birth.  In such instances where a department

head is un-accommodating, the faculty member should be able to discuss the issue with

the associate dean of their college.

As I don't plan on having anymore children, this topic does not apply to me other than the

fact that I may have to cover classes of those on maternity leave. I do however feel that

the option mentioned of having a child during a school recess is extremely unrealistic:

most are not lucky enough to plan a birth at an exact time of the year. I would have no

problem covering for someone on maternity leave if it did not interfere with my other

teaching load. The option of teaching a web based class would be good for some,

however it is not leave time if one continues to work.

It is customary for faculty to cover class of colleagues at no pay (within a reasonable time

frame) who are:

The best situation would be for a reasonable amount of time (at least 2 weeks) to be

afforded for maternity leave without a reduction in pay. The university should then pay for a grad student, an adjunct, or a regular faculty member to cover those two weeks of

classes.

As a female faculty member such policies/practices are likely to impact me. I prefer to

work out the arrangements for coverage of my responsibilities with my department chair.

Such arrangements may involve other faculty in order to maintain my position/tenure

status/pay. Fortunately, the team concept is gaining a foothold in employment culture, if

higher authorities allow its emergence.

As a Community College faculty member, I felt that many of the options presented did not apply to us which is why I left those questions blank. I have had to make use of the ‘policy’; such as it is twice while working at WKU and nothing worked really well. I have been lucky to work with very understanding and giving colleagues who covered my

classes for free while I was off for about 4 weeks of class each time. Even though they

volunteered to do this, I felt bad for having to ask them. It seems unfair to burden

colleagues for this type of thing. Many would not be as open to it as mine were. I also

have covered for a colleague during her maternity leave of app. 6 weeks. The students

do not always respond well to this situation and no matter how willing to help initially,

everyone is always more than ready for you to come back and you end up feeling

pressure to come back even if the 'customary' 6 weeks is not up. I do not see why faculty

members do not accrue sick leave like every other employee. This was the case at

another university where I worked. Faculty members cannot plan when they are going to

be ill or need a major surgery and not all of us are successful at planning our pregnancy

for a break. If we at least accrued sick time we could use that as part of a paid maternity

leave just as staff members do.

Maintaining a proper balance between what is fair from the employment aspect and

providing the proper support for faculty families is a difficult issue. It is a balancing act for the faculty member and the university administration. Achieving the proper balance

requires a recognition that any faculty member could find himself or herself in need of additional help and understanding at a time when family situations call for it while also

recognizing that it is unfair to other faculty members to have them cover classes for any

extended period of time (more than one week) without additional pay. Short term

absences can be covered by others, but long term absences need to be covered in ways

that do not unduly impose upon the other faculty members.

My children were born in 1988 and 1990 and it seemed that during those years

pregnancy was not even recognized by the University.  I had complications with both

pregnancies, but worked until the day of delivery with one child.  I was told by my

department head that some women return to teaching the week after delivery.  I was

pressured to return to work earlier than 6 weeks, even though my children were delivered

by C-section.  My department head was at my hospital bedside 2 hours after delivery

telling me what problems my absence was causing in the department.  I changed my

teaching schedule those semesters to bi-term classes to provide coverage, but was

made to feel by my department head that I was posing a burden on the rest of my

colleagues.  On two occasions, I willingly provided class coverage for a colleague who

was out for several weeks due to unanticipated medical reasons.  I really do not see any

difference in these situations since pregnancy should be treated like any other medical

condition.

II. Value-Based Comments

A. Concern for students
There are no questions about what is fair to the students, and I think that's an important

consideration.

Most of the questions do not take into account the student's response to the options. I

thought for certain there would be one more page of responses related to the students.

All decisions need to be based on the students!  IF a student must have a particular

course to matriculate in a timely manner, the department should not have the option to

push off offering the course until the baby is born. Small departments sometimes do this

because the pregnant faculty member may be the only person who has the expertise  to

teach the course.  I also feel the faculty who are doing the overloads must be compensated.

B. Concern for the mother-child bond

The US has one of the least "family friendly" parental leave programs among the

industrialized nations.  Few people can afford to relinquish 12 weeks of pay, so many

individuals choose not to take advantage of FEMLA.  A MINIMUM three-month "bonding period" is important both in terms of immediate mother/baby (or even parent/baby) physical well-being and for the solidifying of healthy attachments that have life-long effects.  This is a genuine opportunity for WKU to nurture faculty families.

Every effort should be made to accommodate a pregnant female faculty member as it is

an important event in the life of the Mother and Child and it is a small amount of time in

the long run.

C. Concern for the father/male

This survey addresses only the concerns of the female.  The male part has been omitted.

There are situations, such as pre-mature birth, fetal abnormalities detected before birth,

birth defects, complications during birth, etc., that could cause a male faculty member to request leave time.  I feel that the survey is incomplete without some attention being paid

to this situation.

My goodness? What about for the men? Nothing about leave for them?

This is an equity issue.  If females take off for leave, then new fathers deserve the leave,

as well.  

Only comment is that there is no discussion here of male faculty members gaining leave

after childbirth (with some if not all of same options above).  I think at least leave without

pay needs to be an option.

I am a male respondent.

D. Negative feelings/view toward faculty pregnancy or pregnancy leave

Pregnant faculty members need to be aware that they cannot after delivery come back in

a faculty position if they have to have a playpen in their office or take the baby to work

with them while they work in their office or teach in a classroom.

E. Issues with planning pregnancy

Pregnancy cannot be planned so precisely as to assure delivery during time off of the

academic calendar (summers, etc.), nor can it be counted upon to go perfectly.  Many

times the last couple of weeks of a full term pregnancy would better protect the health of

the mother by resting than by working.  Further, each recovery period is unique, from my

limited experience.  For example, 8-10 weeks was needed after a difficult delivery, but

my easier delivery had me functioning normally within 3-4 weeks.  It just all depends.

I can think of no other options.  You seem to have covered everything.  However, I think it important to note that my responses may have differed if the hypothetical baby were due Oct 1 versus December 1.  It's not as simple as the baby is due "during the semester."

For example, team teaching a course for a colleague whose baby is not likely to be born

until the last week of class is clearly a more viable option than granting that professor

course reductions for research when she will likely be very able to teach almost all of the

semester.

Bearing children is very different from other paid medical leave in that there is not only

the choice of whether or not to have children, but also in determining fairly accurate due

dates for a majority of women. I understand that there are cases where women do not

have this choice of timing. I hate to have different rules for different people, but women

who have the ability to time the delivery date for scheduled WKU breaks (i.e. summer)

put students, faculty, and departments at a disadvantage if they choose to take maternity

leave during a Fall or Spring semester.

I recently had a baby. I was told I couldn't have maternity leave, because it would be "too

disrupting to the students" when I came back. I was told I would have to take the entire

semester off, and since I couldn't afford to do that, had no option other than to come

back 4 WEEKS after giving birth. The only reason I had the 4 weeks was because I

delivered over a break. I was told that 'next time you decide to get pregnant, plan better

so you can deliver in the summer and have time off.' I found this to be completely

inappropriate, especially since we didn't think we could even get pregnant, and the

pregnancy was a surprise.

I am horrified by the suggestion that female faculty members breed so as to produce a

child in the two months of summer. It is both naive, insensitive and reflects poorly on

WKU that such a suggestion would even appear in this questionnaire. We are not

animals, slaves or a harvest; nor are our children.

The nature , location and class size of courses plays a huge part in the feasibility of

teaching immediately before, the semester of, and after delivery.  I had a miserable

experience because I was "scared" of not meeting my teaching responsibilities after an

unexpected c-section.  Department heads must be very realistic about the timeliness of a

new mother's return to work.

Faculty members need to plan their lives and deal with the issues involved

without burdening other faculty.

Faculty wishing to become pregnant should plan their delivery date for early summer, or

wait to begin employment after they complete their child bearing years.

While, I think it is the optimal choice for a woman to deliver during a summer break (I

was able to do this missing just one day of class at the end of the spring and completing

all the grading on time, etc.), I realize that timing pregnancies is not an easy thing, and

this should not be "expected" of female faculty.  It's just serendipity when it does happen.

III. Comments about Questionnaire
A. Critique of the study or the questionnaire

I hope that this survey has been approved by Human Subject committee prior to

administration. Otherwise it should NOT be used in any sort of a publication. There will

probably be a number of faculty members who will not even fill it out because there is no

HSR attachment. (Note: The study was approved by the Human Subjects Committee. The IRB statement was on the first page of the questionnaire.)

The one item is absurd if it means what I think it means: "Pregnant faculty member

delivers when classes are in recess (e.g., summer, winter break)."

I do not believe the distinction between pregnancy and maternity leave is made clear

enough when interpreting these results.  Some will understand, others will not.  Also, how do you comment on fairness to other faculty of options which have little effect on them? Do you take into consideration "fairness" in terms of when they would become pregnant and see this occurring.  Just a thought.

It appears to me this questionnaire is focused solely on teaching when our contracts are

more broad than that including service. I would also point out that most faculty go well

beyond the state work week of 37.5 hours so it seems to me that the key is reasonability with some guidelines.

I think this survey of faculty is an important compliment to the survey of dept. heads.

Through this survey, we might better understand repercussions a pregnant faculty might

face for utilizing particular options.

Your survey is unnecessarily long.

This form was too repetitive.

This is a terrible questionnaire. The following is a list of problems with this questionnaire.

A timely and important study. Thanks!
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