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LEAVES OF ABSENCE

Tentatively Agreed June 30, 2020

Section 1: Employees shall be entitled to leaves of absence as per the University policies for
Officers of Research outlined in the current Faculty Handbook, as required by law, and
according to this Agreement. The University reserves the right to modify leave policies after
notice to the Union, provided that such leave policies are substantially equivalent to those
provided to other similarly situated employees.

All leaves of absence must be approved by the University. Employees are expected to request

leaves of absence as far in advance as possible of the anticipated leave of absence, so that their
Principal Investigator and Chair, Director, Dean, or Vice President can make appropriate plans.
Such requests shall not be unreasonably denied.

A leave is generally granted with the expectation that the Employee will return to full-time
service at the conclusion of the leave to complete a total of one (1) year of service from the start
of the appointment. No Employee is guaranteed an appointment beyond the stated term of
service as a result of taking a leave, with the exception of Employees who have been granted
medical leaves, parental/child care leaves, personal leaves to care for an ill family member, or
military leaves. The appointment of those Employees is continued at least to the end of the
period of the leave, if it is longer than the stated term of service.

Section 2: Medical Leave:

Full-time Employees suffering from a disabling illness or injury shall be eligible for a paid leave
of absence for medical reasons upon submission of the appropriate documentation completed by
a physician. A medical leave under this subsection shall run concurrently with FMLA Leave.

Section 3: Birth Parent, Parental and Child Care Leave:

A. Birth Parent Leave: A full-time Employee who is pregnant is entitled to a medical leave
of absence, according to the policies described above, for the period surrounding the birth
of their child during which their doctor certifies that they are unable to work (typically
six (6)-eight (8) weeks postpartum).

B. Paid Parental Leave:

a. Effective January 1, 2021, full-time Employees who have worked at Columbia
University for a minimum of one (1) year and who become a parent of a
newborn child or adopt (or foster) a child under the age of six (6) during the
term of their appointment may be granted up to six (6) weeks of paid parental
leave at full salary, unless such leave is explicitly restricted by an external
source of funding for the Employee’s compensation. The six (6) weeks of
paid parental leave at full salary will run concurrently with, not in addition to,

The University reserves the right to add to, delete or modify these proposals at
any time during bargaining.
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New York State Paid Family Leave. An Employee cannot be paid more than
100% of their salary.

b. To qualify for a leave, the Employee must assume significant and sustained
responsibility for the care of the child and is expected to be the caregiver at
least half-time during normal working hours throughout the period of the
leave. This leave may be taken any time within the first twelve (12) months of
the birth, adoption or foster placement of the child. The original source of the
funding for the Employee’s compensation will continue to be responsible for
covering the compensation during the time of the leave.

c. After the period of parental leave at full salary, the Employee may take further
leave as granted under Federal and New York State Laws, including the
Family Medical Leave Act and the New York State Paid Family Leave Law,
and/or University policies.

C. New York State Paid Family Leave: The University shall comply with the New York
State Paid Family Leave Law (“NYSPFL”). Under current NYSPFL, full-time
Employees who have worked at least twenty-six (26) consecutive weeks are eligible for
partial paid leave (up to ten (10) weeks in 2020 at 60% of the average weekly wage, up to
the maximum benefit) to bond with their child during the first twelve months after the
child’s birth, adoption or foster care placement.

D. Child Care Leave: Full-time Employees may request an extended leave without pay or
with partial pay to care for a newborn or adopted child if they are the primary caregiver.
If the Employee does not perform any responsibilities during the leave, it is without
salary. With the approval of the Principal Investigator, Department Chair or Director,
Dean or Vice President, Human Resources and the Provost, the Employee may
alternatively continue to perform a portion of their normal responsibilities on a leave with
partial salary.

E. The total period of birth parent leave (if applicable), parental leave, and child care leave
may not exceed twelve (12) months.

F. All leaves under this section count as use of time for which an Employee is eligible under
FMLA and NYSPFL. FMLA and NYSPFL will run concurrently for any Employee who
is eligible for both.

The University reserves the right to add to, delete or modify these proposals at
any time during bargaining.
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Section 4: Other Leaves:

New York City Earned Sick and Safe Time Act: The University shall comply with the New
York City Earned Sick and Safe Time Act.

Family Medical Leave Act: Full-time and part-time Employees, who meet the eligibility
requirements of the Family Medical Leave Act (“FMLA”), will be entitled to up to twelve (12)
weeks of unpaid leave for: (1) the birth or adoption, or foster placement of a child; (2) to care for
a serious condition of a spouse, child or parent; or (3) for the Employee’s own serious health
condition.

Military Leave: Employees will be granted military leave in accordance with applicable laws
and University policy.

Jury Duty: Employees will be granted jury duty leave in accordance with applicable laws and
the University policy. The receipt of a notice to report for jury duty must be reported
immediately to the supervisor.

Bereavement Leave: Employees will be granted up to three (3) days of paid leave in the event of
a death in their immediate family or member of the household of the Employee. A longer paid
absence may be appropriate in circumstances of logistical difficulty or religious observance if
approved by the supervisor. Such a request will not be unreasonably denied. Immediate family
includes husband and wife, son and daughter (including stepchildren), grandchildren, son and
daughter-in-law, parents (including stepparents), grandparents, father and mother-in-law, brother
and sister (including stepbrother and stepsister) and brother and sister-in-law; and household
includes individuals regularly sharing the Employee’s residence.

Personal Leave: Employees will be granted an unpaid personal leave of absence in accordance
to the University’s established personal leave policies.

Section 5: Postdoctoral Research Fellows: In the event that a Postdoctoral Research Fellow’s
source of external funding specifies leave provisions that differ from those stated above, the
leave provisions of the funding source shall apply. The external source of funding will continue
to be responsible for covering compensation during the leave. Notifications and approval
requirements of the University and of the external funding agency must be followed.

The University reserves the right to add to, delete or modify these proposals at
any time during bargaining.



