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Dual-Career Couples Policy

Eastern Oregon University
.100 Policy Statement

The attraction and retention of outstanding and diverse faculty and staff is a strategic priority for Eastern Oregon University.  The recruitment market for this talent is highly competitive and national in scope.  Increasingly, exceptional candidates for tenured and tenure track positions are members of dual career couples.  And their final decisions to accept or reject offers of employment are often heavily influenced by the prospects of employment for their respective spouses and partners.  

Eastern Oregon University is committed to the employment of qualified dual career couples, whenever possible.  The University will devote resources to support the recruitment of dual career academic couples and may on occasion create positions to accommodate partner hiring.  Eastern Oregon University cannot provide job placement or guarantee employment to spouses/partners of candidates.  But under the direction of the Provost, the University will provide well-considered guidance and advice, information, and assistance to spouses and partners of current and prospective faculty, Executive Administrators, and senior level Administrative Faculty seeking employment with the University and with La Grande area employers. 
The provision of Dual Career Assistance at Eastern Oregon University is not intended to supersede or circumvent Affirmative Action processes, University Policies and practices, collective bargaining provisions, or the academic priorities of the institution.  Requests for dual career assistance will trigger established processes that work consistently throughout the institution.  The terms and conditions of a partner hire shall be consistent with the terms and conditions of employment for similarly-situated faculty/staff, including standards of expected performance, and terms of reappointment, non-reappointment, and termination. Finally, there are no additional employment rights or entitlements whatsoever arising from the initial status as a spouse/partner hire.
.110 Policy Rationale
Eastern Oregon University recognizes that responding to the needs of dual career couples is increasingly important to the successful recruitment and retention of outstanding and diverse faculty and staff.  
The 2008 Stanford University report on the Dual-Career Academic Couple is particularly 
instructive
.   More than one third (38 percent) of all academics in the newest generation 
have academic partners.  Sixty-five percent of minority faculty members are in dual career relationships, half of which include academic partners.  Over 40 percent of all 
academic women have an academic partner; for women in the sciences, this number rises to 48 percent.  More than half of women who are full or endowed professors are partnered with academic men of equal rank.  Among women scientists with academic partners, fully 83 percent of their partners are academic scientists, as well.  And women now comprise over 53 percent of recent Ph.D.s.  
Meeting the challenges posed by these demographic trends among academics is crucial to Eastern Oregon’s future, when considered in light of EOU’s aging faculty ranks and the recruitment imperative to ensure a smooth transition to a new generation of academics. The availability of meaningful employment for a spouse or partner, especially in an isolated community such as La Grande, where there are no nearby collaborating academic institutions, will be a critical factor in the decision process for many prospective candidates.  Moreover, the recruitment and retention of women and underrepresented minorities, a major strategic priority of the University, is especially impacted by dual career issues.  
The University’s competitive strength in recruitment and retention requires a strong commitment and a clear and transparent process to facilitate the successful employment of dual career couples, whenever possible. 
.120 Definitions

.120.1 Spouse  
Married, with proof of legal marriage.
.120.2 Domestic Partners.  
Two adults with proof of 4 or more of the following items:

· Both individuals are at least 18 years of age

· Having reciprocal wills

· Shared a primary residence together for the 1 year period
immediately prior to appointment

· Share a mutually exclusive and enduring relationship and 

consider themselves life partners
· Share joint responsibility for their common welfare and are

financially interdependent, sharing joint banking accounts
· Maintain each other as primary beneficiary of life insurance

policies, pensions, or other retirement plans

· Evidence of dependent children together residing with or

financially dependent upon the partners

.120.3 Search Waiver.  
A waiver of the customary requirement to conduct a national search for any Faculty or Admin Faculty opening.  This waiver allows the direct appointment of an individual whose hiring, as vetted by a rigorous selection process based on established criteria, will contribute to the academic or administrative excellence, overall productivity, and/or goal of gender equity and diversity of the University.  In the case of faculty, this decision is issued by the Provost, in consultation with the President, the Director of Human Resources, and appropriate academic deans and division chairs.  In the case of Administrative Faculty, this decision is issued by the Provost and/or the Vice President of Finance and Administration, in consultation with the President, and the Director of Human Resources.
If a search is already underway for a position for which the secondary hire (spouse) is well qualified, the respective Search Committee will be urged to add this candidate to the pool of finalists and extend special consideration to his/her candidacy.  
.130 Operating Policy and Guidelines

.130.1 Eligibility  
Consideration under the Dual Career Couple Policy will be made available to those faculty who either hold or are being considered for tenured or tenure track positions, and for current or prospective senior-level Administrative Faculty and Executive Administrators.  Note:  University policies prohibit family members, domestic partners, and those in consensual relationships from operating in a direct reporting line relationship to one another, or in any employment relationship that offers the potential or appearance of partiality, preferential treatment, improper influence, or a conflict of interest.
.130.2 Providing Information

The University will publicize its receptiveness to dual career academic couples by overt references in job announcements, recruitment materials and the University’s website (“The University is responsive to the needs of dual career couples”).  Search committees will preemptively inform all interviewing candidates of the University’s commitment to accommodating spousal/partner dual career hires, whenever possible.
However, the initiation of discussions regarding dual career appointment should be left up to the candidate in order to avoid intrusive and potentially illegal inquiries about a candidate’s family situation and to acknowledge that the appropriate time to communicate the need for spousal/partner accommodation will vary across different search contexts. Candidates should seek to balance the communication of their spousal/partner needs with the institution’s need to gain lead time, so that opportunities for the spouse/partner can be identified and considered.  In the case of retention, the faculty or staff member should convey the need for dual career accommodation as soon as possible.  In both instances, the candidate must supply information regarding the spouse/partner’s educational background, experience and employment history, and interests to the Search Committee Chair, Division Chair, and Dean.

.130.3  EOU Academic Employment 
Because partner employment issues rarely surface in the early stages of a search, dual career appointments often require rapid University action at the eleventh hour in the form of an accelerated partner selection process.  The Division Chair or administrative hiring manager should consult with the College Dean or Vice President of Finance and Administration, and the Director of Human Resources/AAO when it is clear that a spousal hire may be necessary in order to hire or retain a faculty member, Executive Administrator, or senior level Administrative Faculty member.  The Dean will assume primary responsibility for determining the type of position for which the spouse/partner is qualified, for directly contacting other academic or administrative departments to explore potential opportunities, and for presenting the case for partner hire to the Provost.


.130.3.1  Request for tenure-related appointment  
The University may consider a qualified partner for a tenure-track or tenured position, provided that the following conditions are satisfied:
· The partner has obtained a terminal degree appropriate for the field

· The accompanying partner, like any other candidate, has been systematically reviewed by the hiring department
· The department has concluded that there is an appropriate fit between the qualifications of the individual and the available or proposed position, and that the hire is compatible with the 
department’s programmatic needs, hiring priorities, and mission
· The hiring unit (of the partner) has indicated its approval and strong support for the second hire, following the University’s normal selection interviewing process
· Both the unit making the initial hire and the hiring unit of the partner are willing to make a substantial financial contribution toward the salary and benefits of the partner hire during any necessary bridge period

· The dual hire clearly furthers the University’s fundamental goal of academic excellence, as consistent with our academic priorities and commitment to Affirmative Action

· Preferences will be given to those cases where a strong record of academic achievement is already established
· In no case are partner hires guaranteed or automatic

University policy and past practice require a national or regional search for faculty appointments.  However, if all of the above conditions and priorities are satisfied, the President and the Provost or Vice President of Finance and Administration, in conjunction with the Director of Human Resources, may consider approving a search waiver and an accelerated selection process.  This waiver decision will be given special consideration if securing acceptance from the primary and partner candidates will advance the University’s commitment to Affirmative Action.
.130.3.1.1 Shared positions
On an exception basis, where  the primary candidate and spouse/partner have similar or related  areas of specialization and both individuals have appropriate qualifications and potential for tenure, a shared tenure-track position may be possible, equivalent to 100 percent or more of a full-time position.  (For example, one partner is appointed at 60 percent and the other at 50 percent).  Responsibilities and expectations for teaching, research, and service must be carefully defined for each.

.130.3.1.2 Split Positions  

In order to meet the tenure track needs of two departments, split positions may also be considered as a method of accommodating dual career couples.  In this instance, each individual works less than full-time, an arrangement to be negotiated with the Deans, Division Chairs, and the Provost.



.130.3.2  Request for non-tenure track appointment  
The University may consider a qualified partner for one or more of the following non-tenure-track positions.  Additionally, these appointments may be for less than a full academic year, or for less than 50% time.

· Adjunct faculty

· One-year renewable teaching-research fellowship

· Instructor or lecturer

· Visiting Faculty
Partners appointed to these roles are fully eligible to apply for any 
tenure track or more permanent positions that become available.



.130.3.3 Funding
For a period of three years the Partner’s salary will be split equally between the Provost’s Office, the department making the primary hire, and the department hiring the partner.  At the end of three years, the department that hired the partner will assume 100% responsibility for the partner’s salary.  The department making the primary hire may choose to extend support beyond three years and it is free to make such arrangements, but the Provost funding will cease after three years.

.130.4  EOU Non-Academic Employment  
The Division Chair and College Dean or Vice President of Finance and Administration will work closely with the Director of Human Resources/AAO when it is clear that a non-academic spousal hire may be necessary in order to hire or retain a faculty member.  Non-academic partners of candidates who have received tentative offers from EOU may seek assistance from the Human Resources Department in exploring available employment opportunities on campus.  An accompanying partner, like any other candidate, must be systematically reviewed by the hiring unit.

.130.5  Off-Campus Employment  
Non-academic spouses and partners of candidates who have received tentative job offers from EOU may receive assistance from the Academic and Career Advising Office and from the University’s Human Resources Department in seeking off-campus employment.  This assistance will consist of information and resources about the community, job search strategies, resume development, interview preparation and advice, referrals to area employers and business contacts, and networking. 

.140  Contact Information

Direct questions about this policy to the following offices:

Department of Human Resources

Eastern Oregon University

Provost’s Office

Academic Affairs

Eastern Oregon University

.150  Approval History
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