


Paid Faculty Leave Policy – Frequently Asked Questions
1. Why did Chapman establish this Faculty Paid Leave Policy, and why the change from 16 to 12 weeks of paid leave?
Before February 2025, Chapman did not have a formal, published policy for faculty paid leave. The new policy provides clear guidance so that all faculty understand the benefits available and how they are applied consistently. This helps reduce confusion, ensures equitable treatment, and makes it easier for faculty and administrators to plan for leave.

We also received feedback that the one-semester release of the duties section of the policy was unclear. The policy has been revised to give faculty and Deans a framework to determine what makes the most sense for the school, the faculty member, and students impacted by the leave. We encourage faculty to review the updated policy when it is released, as these changes aim to address prior concerns and provide greater clarity.

2. Does California or federal law require paid leave for medical or family reasons, including pregnancy?
No. Neither California nor federal law requires employers to provide paid leave. These laws guarantee job protection during qualifying medical or family leave, but they do not require that employees receive their salary during that time. Chapman’s Faculty Paid Leave Policy goes beyond what the law requires by providing up to 12 weeks of paid leave as a University-funded benefit. This reflects Chapman’s commitment to supporting faculty during important life events while ensuring clarity and consistency in how leave is administered.

3. Why is paid leave capped at 12 weeks, not 16 weeks?
Chapman provides up to 12 weeks of paid leave as a university-funded benefit. This aligns with the amount of unpaid leave required under FMLA and CFRA, ensuring all faculty receive a consistent and equitable benefit. While some faculty may associate a semester with 16 weeks, the 12-week cap allows the University to provide a generous, sustainable benefit that is fair across different contract types and teaching loads, and that can be clearly administered alongside state benefits such as CA SDI or PFL.

4. Does this policy apply to all faculty types and contracts?
Yes. All full-time faculty, regardless of contract type (9/12, 10/12, 12/12, semester, trimester, law school, Rinker, etc.), are entitled to up to 12 weeks of paid leave for qualifying reasons. The policy is designed to allow flexibility, so faculty and Deans can coordinate the timing and structure of leave to best meet the needs of the department and students.

5. How does the policy ensure fairness between birthing and non-birthing parents?
Both male and female faculty are eligible for up to 12 weeks of paid leave in a 12-month period. A birthing parent may use part of this leave for pregnancy-related medical care, then use any remaining leave for bonding with the baby. A non-birthing parent may use the same 12 weeks for caring for a family member, medical recovery, or bonding. Paid leave is capped equally at 12 weeks, regardless of the reason for the leave.

6. How does Paid Faculty Leave coordinate with state benefits (CA SDI, CA PFL, Worker’s Compensation)?
Faculty members are required to apply for any state benefits for which they are eligible, such as California State Disability Insurance (CA SDI), Paid Family Leave (CA PFL), or Workers’ Compensation. Chapman’s Faculty Paid Leave Policy is designed to supplement these benefits so that, when combined, faculty receive up to 100% of their regular salary for up to 12 weeks.

a. For example, if a faculty member earns $5,000 per month and receives $2,000 per month from CA SDI during their leave, Chapman will pay the remaining $3,000 under the Faculty Paid Leave Policy to bring the total monthly pay to $5,000 for the 12-week paid leave period.
b. State benefits may continue beyond the 12 weeks of paid leave if the faculty member remains eligible, but those payments are determined by the state, not Chapman, and Chapman-paid benefits will end after the 12-week period.

7. What happens if leave starts or ends mid-semester?
Faculty and Deans should coordinate to determine appropriate duties and timing. Options may include alternative work duties (research, creative projects, administrative tasks, etc.) before or after the leave. Faculty may also elect to use unpaid leave to align the leave with term breaks, subject to approval by the Dean and Provost in consultation with HR.

8. How does this policy interact with stipends, course overloads, and/or administrative appointments?

a. While on Leave: Suspension of All Duties and Extra Compensation
While on leave, faculty are relieved of all Chapman duties, including administrative responsibilities, overload teaching, and any work tied to stipends. This is required by law to ensure a true leave of absence from all work-related activities.

b. Course Releases and Overloads: Not Applicable During Leave 
Faculty do not receive course releases or overloads during leave, as they are not engaged in teaching or any other work at Chapman. Additionally, for alternative duties assigned before or after leave, faculty may not receive course releases or overloads for those assignments. Instead, they are expected to perform equivalent work that aligns with their regular salary and teaching load. This ensures that the total workload remains equitable and consistent with faculty appointments and compensation structures.

9. Can bonding leave for a newborn be taken at a later time?
Yes. Bonding leave may be taken at any time before the child’s first birthday; it does not need to immediately follow pregnancy-related leave.

10. Are partial-semester remote teaching options available during leave?
No. No work can be performed while on leave.  

11. How are alternative duties identified? The Dean and Provost must assign alternative duties such as research, creative projects, administrative tasks, or other approved work. These duties must be agreed upon by the Dean and approved by the Provost in consultation with Human Resources.
a. If the faculty member chooses not to return to work mid-term, even if medically cleared to return, they will need to request a personal leave of absence, which will be unpaid.  

12. What happens if I start leave toward the end of a semester or term, leading into a school break?  It depends on your contract, appointment and terms. 

12. If you are tenured, your contract is in effect when you start your leave and when you would be eligible to return to work, you will only be required to take Paid Faculty Leave for the time you would normally be working. 
12. If you are tenure track or non-tenure track, If your contract has been renewed or is in effect both when you start your leave and when you would be eligible to return to work, you will only be required to take Paid Faculty Leave for the time you would normally be working.
12. If your contract has not been renewed or is not active both before and after your leave, you will be paid under this policy through the end of your contract term. State CA SDI or CA PFL benefits may continue after your contract ends, but your Chapman benefits will not.




