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University of Washington 
Faculty Council on Benefits and Retirement 

October 30th, 2017 
2:30 pm – 4:00 pm 

Suzzallo 5th Floor Conference Room East  
 
Meeting Synopsis: 
 
1. Call to order 
2. UW HR changes with respect to the benefits office (Katy Dwyer and Amy Hawkins, Interim Executive 

Director, Benefits) 
3. Update on open items from 2016/17 
4. UW IT email modernization (Tom Lewis, Director UW IT) 
5. The Seattle and Puget Sound housing market (Simon Stevenson and James Young, UW Runstad 

Center for Real Estate Studies) 
6. FCBR topics for 2017/18 
7. Good of the order 
8. Adjourn 
_____________________________________________________________________________________ 
 
1) Call to order 
 

Siegel called the meeting to order at 2:30 p.m. Introductions were given, as it was the first meeting of 
the 2017-18 academic year.  
 

2) UW HR changes with respect to the benefits office (Katy Dwyer and Amy Hawkins, Interim 
Executive Director, Benefits) 

 

Siegel explained to members that Katy Dwyer (Executive Director of Benefits, Human Resources), long-
time guest and administrative resource to the FCBR, would be retiring from the university in the coming 
months. He expressed the council’s gratitude to Dwyer for her valuable expertise, participation, and 
guidance in and outside of meetings. He explained Amy Hawkins (Executive Director, Benefits, Human 
Resources) would be joining the council as a regular administrative guest following Dwyer’s retirement. 
Hawkins introduced herself and noted she would be attending FCBR meetings regularly. She commented 
briefly on the largescale changes the implementation of new HR system/portal, Workday, has brought to 
the university. Workday has effectively restructured many processes related to employment and 
benefits at the UW, including benefits transactions, pay, leave, and other elements.  
 

3) Update on open items from 2016/17 
 

Increased limit for long-term disability benefit (see attached correspondence) 

 

Siegel explained Lou McDermott, Interim Director of the Washington Health Care Authority (HCA), 
replied to a letter he (as FCBR chair) and Faculty Senate chair, Thaisa Way, had sent relating to 
increasing the relatively low benefits limit on state-offered (PEBB) long term disability insurance to 
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$10,000 monthly. McDermott indicated in his letter that the HCA would consider the council’s input as 
the benefit is formally analyzed over the next few years (Exhibit 1).  

 

Opt-in/out choices for UWRP contributions for those of age 50+ 

 

Siegel recalled that the FCBR has had a longstanding interest in enacting an opt-out model for the 
increased (10%) contribution to UWRP at age 50 and above. He noted it is his understanding that UW 
administration has recently agreed to enact that policy change. He explained the topic will be 
deliberated by the UW Board of Regents (BoR) by the end of the 2017-2018 academic year, and if 
approved, implementation will be scheduled for implementation in Workday.  

 

Parental leave policy for faculty (see attached legislative proposal) 

 

Wright recapped that the FCBR approved forwarding Class B legislation on UW Parental Leave in its final 
meeting the previous spring (Exhibit 2). He noted the legislation was recently discussed by the Senate 
Executive Committee (fall quarter 2017), and while there was broad support for the concept, several 
difficulties were raised in relation to implementation. The FCBR legislation intersects with recently-
passed state legislation that will mandate offering parental leave to all employees in the State under 
certain conditions. Though that law will not come into effect for several years, its passing begs questions 
around altering parental leave policy for faculty at the UW. There were also fiscal and other human-
resources concerns surrounding increasing parental leave benefits as prescribed in the legislation and in 
significantly broadening the population of faculty eligible to take the benefit. Wright noted in response, 
the FCBR may move forward with the legislation despite the concerns, modify the legislation in 
consultation with stakeholders, or halt the legislation and wait to better understand how the new state 
legislation will intersect with UW’s policies.  
 
There was some discussion. It was noted in relation to UW faculty – partners of birth-giving women are 
currently not entitled to take 90 days of sick leave solely on the basis that their partner gave birth, as 
UW requires that a physician document a medical reason for the partner’s leave to be granted.  
 
Thaisa Way (chair, Faculty Senate) explained the UW Board of Deans and Chancellors (BODC) has also 
raised concerns. She described four options to consider in relation to the legislation: 
 

1. Evaluate state legislation and consider how UW policy could fit into that legislation, ensuring 
that a benefit is not given that has to be then taken away when state policy is implemented at 
the UW.  

2. Revise the legislation to only add that adoptive and foster parents be eligible to take 90 days of 
leave with medical documentation following an adoption event.  

3. Revise legislation to grant 90 sick days to full-time faculty, with 30 of those days able to be used 
for parental leave without medical justification (only requiring verification of new child). There 
was some discussion of the appropriateness of granting this amount in relation to parental 
leave.  

 
Ways explained there is also a concern from the BODC that there is no accompanying fiscal analysis with 
FCBR’s legislation. She explained the Senate Committee on Planning and Budgeting (SCPB) may be able 
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to conduct this analysis if requested by the FCBR. She noted FCBR should develop fiscal questions as a 
frame of reference for the SCPB before a request is made. Wright recommended the analysis be taken 
on by SCPB. She also noted it was recommended that an inventory of UW unit practices surrounding 
parental leave be taken. 
  
Siegel noted the conversation is complex; he recommended either allowing more time for FCBR to 
consider the issues, or asking the FCBR parental leave working group to consider a revised legislative 
proposal that can be brought back to the council for discussion. The latter option was chosen.  
 
There were some comments made about a current unionization effort on behalf of UW postdoctoral 
researchers and the UW’s legal obligation to refrain from altering faculty employee benefits while the 
effort is ongoing.  
 

Ad-hoc committee on faculty pre-retirement planning 

 
Siegel explained an ad-hoc committee was formed by emeritus faculty member Míċeál Vaughan on 
faculty pre-retirement planning, and its work will be reported on in the next meeting.  
 
4) UW IT email modernization (Tom Lewis) 
 

Tom Lewis (Director, Academic Experience Design & Delivery, UW-IT) explained the UW Deskmail email 
systems have become increasingly cost prohibitive for the university to continue to maintain and 
upgrade. The email system was developed at the UW more than three decades in the past, and since 
that time email technology has evolved dramatically (especially in relation to collaboration tools and 
user privacy/security). Lewis explained for these reasons, Deskmail (aka UW Email, Alpine, Pine), the 
UW’s legacy email system, will be retired at the end of the 2018 calendar year, and users/departments 
will need to plan to migrate from Deskmail to one of UW’s other email services. These include Microsoft 
Exchange Online and UW Gmail. He explained the decision will be announced more widely in the next 
month or so.  
 
There was some discussion and several questions were asked. Lewis clarified several elements of the 
Deskmail retirement, including: 
 

 Data shows a steady reduction in Deskmail users over recent past years. 
 50% of the existing Deskmail user base are employed by UW Medicine, and Medicine is 

currently in the process of migrating all of its employees to Office 365. 
 UW Alumni will no longer have access to their UW email accounts through UW email services, 

with the exception of emeritus faculty, and any member of a department who is given written 
authorization (after their departure, on an annual basis) to continue using email.  

 Data storage amounts are unlimited in Google, and 1 terabyte in Microsoft.  
 
Lewis was thanked for presenting, and he left the meeting.  
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5) The Seattle and Puget Sound housing market (Simon Stevenson and James Young, UW Runstad 
Center for Real Estate Studies) 

 

Siegel explained as part of FCBR’s plan to analyze the housing market and UW housing support available 
during 2017-18, James Young (Research Director, Runstad Center) has joined the council to give a high-
level presentation on current trends in the Seattle housing market. Young explained he plans to give the 
council a base understanding of the housing market as it exists currently, as well as some information on 
how it has evolved over the course of the past decade. He noted apartment rental prices are not 
included in this analysis. He used a PowerPoint as part of his presentation (Exhibit 3).  
 
Young explained US median house prices increased considerably until 2008 and the global financial 
crisis, after which they dropped considerably and have only recently surpassed the market levels directly 
preceding the crisis. The Puget Sound region was affected considerably by the crisis. Seattle metro 
trends were shown (Slide 6, Exhibit 3). As of September 2017, Seattle had the 4th highest median house 
prices (metro area) in the United States, behind only San Diego, Los Angeles, and San Francisco. King and 
Snohomish Counties are currently driving changes in entire state market. Commuter zones are surfacing 
very far away from the Seattle metro area due to the cost of owning a house in the city. As a result, 
housing prices in areas surrounding Seattle are also rising considerably. The housing prices in 
neighboring Shoreline, for example, have risen 91% in the last five years alone.  
 
Young went over median prices within the Seattle metro area, clarifying that the areas closest to Seattle 
(but not in Seattle itself) have the highest house prices (Slide 9, Exhibit 3). The zip codes closest to the 
UW within Seattle include the highest housing price growth rates in Seattle (many being new 
condominiums for purchase). Young explained the average marketing time for a house in Seattle is 14.3 
days, some areas have times as fast as 7.1 days.  
 
A slide was shown comparing median house prices in Lynnwood, Edmonds, and Madrona, and to the 
salary of UW Assistant Professors (assumed to be $98,000 if single and $157,000 if a household of two 
earners) (Slide 14, Exhibit 3). It was noted after the 20% down payment, the max monthly mortgage 
amount a new Assistant Professor would theoretically be able to afford is between $2,047 (single) and 
$3,276 (household), compared to required mortgage payments for a median house in Lynnwood, 
Edmonds, and Madrona, of $1,758, $2,141, and $2,789 respectively.  
 
Young included a slide on housing market issues to consider in relation to the UW and its employees, 
which included several takeaway points:  
 

 Expectations matter 
o Income and the ability to own a home consistent with having a higher education 
o Academics are getting passed by in Seattle 

 Long commutes mean less office time for academics 
o Connections with institution lost 
o Research Collaboration? 

 Lifestyle 
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o Do “I” want a small house near UW in Seattle OR a large house with a short commute in 
another city? 

o There are some fine universities outside of Seattle that offer a great lifestyle (Slide 16, 
Exhibit 3).  

 
Young explained there is an expectation that after 5-10 years working at a university, a professor would 
be able to afford a home in Seattle. However, given market trends, this may no longer be the reality.  
 
The council thanked Young for presenting on the topic, and he left the meeting.  
 

6) FCBR topics for 2017/18 
 

The item was missed due to time constraints.  
 

7) Good of the order 
 

The item was missed due to time constraints.  
 

8) Adjourn 
 

Siegel adjourned the meeting at 4:05 p.m. 
_____________________________________________________________________________________
Minutes by Joey Burgess, jmbg@uw.edu, council support analyst  
 

Present: Faculty: Russel Fernandes, John Mittler, Gowri Shankar, Stephan Siegel (chair), 
Mary O’Neil, Jason Wright 

   Ex-officio reps: Charles Chamberlin 
   President’s designee: Mindy Kornberg  
   Guests: Thaisa Way, JoAnn Taricani, James Young, Amy Hawkins 
 

Absent:   Faculty: Julia Metzner, Nicole Hoover  
   Ex-officio reps: Erick Winger, Laura Lillard  
 

Exhibits 

Exhibit 1 – hca_responseto_ltdletter_092117 
Exhibit 2 – final_proposedparentalleave_legformat_appendix_fcbr_spring2017 
Exhibit 3 – SeattleHousingMarketOverviewNov2017 
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August 23, 2017 
 
 
 
Mr. Louis McDermott 
Interim Director, Washington State Health Care Authority 
Interim Chair, Public Employees Benefits Board (PEBB) 
P.O. Box 42713 
Olympia, WA  98504-2713 
 
Subject: PEBB Long Term Disability Insurance 
 
Dear Mr. McDermott: 
 
We are writing to you as the Chair of the Faculty Council for Benefits, Retirement (FCBR), and the Chair 
of the Faculty Senate at the University of Washington. The Council recently reviewed the optional long 
term disability insurance, offered by the Public Employees’ Benefits Board (PEBB), and available for 
employees and faculty members at the University of Washington. The Council is concerned that the 
maximum limit of the monthly benefit of the optional, employee-paid plan is relatively low at 60% of the 
first $10,000 of monthly salary. Particularly in the greater Puget Sound area, the overall monthly benefit 
cap of $6,000 on an annual salary of $120,000 is simply inadequate given the current housing and 
employment market. The UW Faculty would like to encourage the Washington State Health Care 
Authority to ask the insurer to increase the limit to at least USD 10,000. 
 
With the rise of rents and house prices in Seattle and the Puget Sound, many faculty and staff members 
at the University of Washington face substantially increased monthly lease or mortgage payments. Since 
the PEBB group policy became effective in 1992, Seattle house prices (based on the Case-Shiller Home 
Price Index) have increased by approximately 219%, compared to a 74% increase in consumer prices 
over the same period.  
 
The Council has also obtained comparable data for long term disability insurance available at other public 
research institutions and found that the median maximum monthly benefit is $10,000, about 67% above 
the current $6,000 limit in the PEBB plan offered at the University of Washington. 
 
While the Council believes that an increase of the maximum monthly benefit is important, the Council 
understands that ad hoc changes to group policy terms might be difficult. However, the Council asks that 
the Washington State Health Care Authority explores temporary solutions, for example, by providing 
access to a supplemental long term disability insurance, until the long term disability insurance will be 
renegotiated in the future.  
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36 Gerberding Hall, Box 351271  Seattle, Washington 98195-1271  (206) 685-2703  FAX: (206) 685-6976 
senate@uw.edu  http://www.washington.edu/faculty/ 

 
 
The Council very much appreciates your leadership and hard work on behalf of the employees and 
faculty of the University of Washington. 
 
Sincerely, 
 
  

Stephan Siegel, Ph.D. 
Chair, University of Washington Faculty Council for 
Benefits and Retirement 
Associate Professor, Finance & Business 
Economics, Michael G. Foster Endowed Professor 

Thaïsa Way 
Chair, Faculty Senate 
Professor, Landscape Architecture 

 
/jmb 
 
cc: Mindy Kornberg, Vice President, Human Resources 
 Secretary of the Faculty, University of Washington 
 Kathleen Dwyer, Executive Director, UW Benefits Office 

Members, Faculty Council on Benefits and Retirement 
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Class B Legislation 
Faculty Code and Governance 
Policies: Terms & Conditions, Chapter 51 
Faculty Leave and Vacations 
 
 
Rationale: 
 
Leave policy for non-birth parents among UW Faculty 
 
All professional and classified staff at UW—mothers and fathers, birth and non-birth parents—get paid 
leave to care for their newborn or newly placed adopted or foster children. At many of our peer public 
universities, all faculty members get paid parental leave to care for the faculty member’s child after birth, 
adoption or foster placement. However, among UW faculty, birth mothers get paid leave only to 
accommodate their ‘temporary disability due to pregnancy, childbirth or recovery’. UW faculty who are 
non-birth parents can only avail themselves of unpaid leave to care for their healthy newborn or newly 
placed adopted or foster children. 
 
To correct this inequity for non-birth parents among the UW faculty, the Faculty Council on Benefits & 
Retirement (FCBR) recommends amendments to Chapter 51 of the Faculty Code and Governance 
(FC&G). The amendments would extend paid leave benefits to UW faculty who are non-birth parents, 
allowing them to care for children after birth, adoption, foster care placement, or assumption of primary 
custodial care.  
 
In addition, the FCBR recommends an update of the UW faculty leave policies (laid out in Chapter 51 of 
the FC&G and last revised in 1996) to reflect the statutory requirements of the Washington State Family 
Care Act (FCA) of 2002. 
 
In the following sections, we provide highlights of the (a) current parental leave policy for UW faculty, (b) 
the policy for UW Professional and Classified Staff, (c) the parental leave policy at peer institutions and 
(d) the language of the proposed amendments to Sections 51-01 and 51-11 of the FC&G. 
 
A. Parental Leave for UW faculty1 
 

UW faculty leave benefits around birth or adoption of a child are as follows: 
 
● Female faculty members can use up to 90 calendar days of paid faculty sick leave “because of 

temporary disability due to pregnancy, childbirth, or recovery therefrom”, with “appropriate 
documentation from a physician to evidence illness or disability.” 
 

● Under the Washington State Family Care Act (FCA), an employee can use paid leave to care for 
a spouse with a pregnancy-related disability, while the spouse is under “continuing treatment by 
… a provider of health care services"2. {The FCA also allows employees to use available paid 
sick leave to care for a sick minor child; for a spouse, registered domestic partner, parent, parent-
in-law, or grandparent with a serious or emergency health condition; or for a sick adult child who 
is incapable of self-care because of a physical or mental disability3.} 

 
● UW faculty members who are non-birth parents can take unpaid leave, for up to 6 months or two 

successive quarters, to care for a newborn or newly adopted or placed child if taken within 12 
months of the child’s birth or placement. During this leave, the University pays the employer-paid 

                                                            
1 http://www.washington.edu/admin/rules/policies/FCG/PTCCH51.html 
2 http://www.lni.wa.gov/WorkplaceRights/LeaveBenefits/FamilyCare/LawsPolicies/FamilyCare/default.asp  
3 In the FCA, "Child" means a biological, adopted, or foster child, a stepchild, a legal ward, or a child of a person standing in loco 

parentis who is: (a) Under eighteen years of age; or (b) Eighteen years of age or older and incapable of self-care because of a 

mental or physical disability 
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portion of health benefits coverage for up to 12 weeks, as required by FMLA4. 
 

B. Parental Leave for UW professional and classified staff5 
 

The University of Washington provides parental leave for all professional and classified staff—
mothers and fathers, birth and non-birth parents. The amount of parental leave time "to bond with 
newborn or newly placed adopted or foster child" ranges from 4 months (for professional, 
contract/classified and temporary staff) to 6 months (for classified/non-union staff). Staff members are 
allowed to take parental leave at any time during the 12 months following the child’s birth, adoption, 
or placement. 
 
Professional and Classified staff can receive pay during parental leave using any of their accrued 
paid leaves, such as sick leave (up to 30 days in most cases), annual leave, personal holiday leave, 
holiday credit, compensatory time, or discretionary leave (professional staff only). Staff members also 
have the option to take leave without pay. 
 

C. Faculty Parental Leave policies at peer public Universities 
 

Many of our peer public universities offer parental leave to non-birth parents. We provide a sampling 
of the policies below (the full comparison with all GCS institutions is in Appendix 1): 
 
● The University of Colorado offers 18 weeks (paid) leave for 9-month faculty to care for the faculty 

member's child within twelve months of the birth, adoption, or foster care placement of the child, 
using accrued sick leave. If the faculty member exhausts all accrued sick leave before the end of 
the eighteen-week period, then they may continue the leave for the remainder of the period at half 
pay with full benefits. Faculty on 12-month contracts can get up to 6 months leave. 
 

● The University of Massachusetts offers 1 semester paid leave, using sick leave (and then sick 
leave bank) to cover the time. 
 

● The University of Maryland offers 8 weeks of paid Parental Leave, creditable first to sick and 
personal leave, with balance supplemented as needed to reach 8 weeks. 
 

● Rutgers in New Jersey offers 8 weeks of paid release time for non-birth faculty. 
 

● The University of California offers 1 quarter of "active service-modified duties" to non-birth 
parents. For teaching faculty, the modification of duties is either partial or full relief from teaching. 
For other academic appointees, the modification of duties is a reduced workload. 
 

D. Proposed amendments to Sections 51-01 and 51-11 of the FC&G 
 

To promote equity among faculty who are birth and non-birth parents, equity across all UW 
employees, and to stay competitive with our peer public universities, the University of Washington 
should extend paid parental leave to UW faculty who are non-birth parents. This can be done using 
the existing sick leave benefit, as is the case at many peer institutions and with professional & 
classified staff at UW.  
 
To enable the above we recommend the following: 

 
1. Changing the title of Section 51-01 from “Faculty Sick Leave” to “Faculty Sick and Family Care 

Leave.” 
 

2. In Section 51-01.A, adding the clause: “to care for a biological, adopted, or foster child, legal 
ward, or any other child under the age of 18 for whom the faculty member stands in loco 

                                                            
4
 http://ap.washington.edu/cms/wp-content/uploads/FMLA-Info-Summary-2015.pdf 

5
 http://hr.uw.edu/ops/leaves/parental-leave/ 
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parentis, within twelve months of the birth, adoption, foster care placement, or assumption 
of parental responsibility.” This clause would extend to all UW faculty—mothers and fathers, 
birth and non-birth parents—a paid parental leave benefit.  

 
3. Effecting minor amendments in the rest of Chapter 51 that would follow from the above changes. 

 
Further, to update the current UW Faculty leave policies to reflect the statutory requirements of the 
Washington State Family Care Act, we recommend the following additional change: 
 

1. In Section 51-01.A, replacing “to care for a child of the faculty member under the age of 18 with a 
health condition that requires treatment or supervision” with “to care for  the faculty member’s 
child or family member in accordance with the provisions of the Washington State Family Care 
Act of 2002.” This expanded definition would reflect the requirements of the Washington State 
Family Care Act. 
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Appendix 1 – Parental Leave Comparison for GCS Peer Institutions 

    

Peer Institutions Birth Mother Non-birthing Parent Comparison to UW 

UW  90 days paid disability leave 

for childbirth pregnancy or 

recovery. 

 Additional Unpaid Family 

Leave up to 6 months or 2 

quarters to care for newborn 

or newly adopted or foster 

child 

 90 days  paid sick leave only  

to care for minor child with 

health condition needing 

treatment or supervision 

 Unpaid Family Leave up to 6 

months or 2 quarters to care 

for new child 

N/A 

UC Boulder 

UC Denver 

9 month Faculty: 

 18 weeks (paid) leave to care 

for the faculty member's child 

within twelve months of the 

birth, adoption, or foster care 

placement of the child, using 

accrued sick leave. 

 If the faculty member 

exhausts all accrued sick 

leave before the end of the 

eighteen-week period, then 

they may continue the leave 

for the remainder of the period 

at half pay with full benefits. 

12 month Faculty: 

 6 months of parental leave, 

during which time they may 

use accrued sick leave, 

accrued vacation leave, 

and/or leave without pay to 

care for member’s child within 

12 months of the birth, 

adoption, or foster care 

placement 

9 month Faculty: 

 18 weeks of (paid) leave to 

care for the faculty member's 

child within twelve months of 

the birth, adoption, or foster 

care placement of the child, 

using accrued sick leave. 

 If the faculty member exhausts 

all accrued sick leave before 

the end of the eighteen-week 

period, then they may continue 

the leave for the remainder of 

the period at half pay with full 

benefits. 

12 month Faculty: 

 6 months of parental leave, 

during which time they may 

use accrued sick leave, 

accrued vacation leave, and/or 

leave without pay to care for 

the  member’s child within 12 

months of the birth, adoption, 

or foster care placement 

Substantively more 

generous for both, 

birth mother and non-

birthing parent 
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UMd, College Park 

UMd, Baltimore 

 8 weeks paid Parental Leave, 

creditable first to sick and 

personal leave, with balance 

supplemented as needed to 

reach 8 weeks  

 Runs concurrently with 12 

weeks unpaid FMLA, can use 

accrued sick leave to cover 

 8 weeks paid Parental Leave, 

creditable first to sick and 

personal leave, with balance 

supplemented as needed to 

reach 8 weeks  

 Runs concurrently with 12 

weeks unpaid FMLA, can use 

accrued sick leave to cover 

Substantively more 

generous for non-

birthing parent 

UMass Amherst  1 semester paid leave, must 

use sick leave and then sick 

leave bank to cover 

 Runs concurrently with 12 

weeks unpaid FMLA 

 1 semester paid leave, must 

use sick leave and then sick 

leave bank to cover 

 Runs concurrently with 12 

weeks unpaid FMLA 

Substantively more 

generous for both 

UC, Davis 

UC, Irvine 

UCLA 

UCSD 

 Paid Childbearing Leave, 6 

weeks or greater with medical 

approval 

 Unpaid Pregnancy Disability 

Leave up to total of 4 months 

 Runs concurrently with unpaid 

FMLA 12 weeks 

 Remainder quarter ASMD 

 1 additional quarter ASMD 

 Unpaid Parental Leave up to 1 

year 

 Unpaid FMLA 12 weeks 

 1 quarter ASMD (if 50% 

parental responsibility) 

 Unpaid Parental Leave up to 1 

year 

Slightly more 

generous for both 

Rutgers, New 

Brunswick  

Rutgers Camden 

Rutgers Newark 

RNJMS 

 6 weeks paid Recuperative 

Leave 

 8 weeks paid Release Time 

 Runs concurrently with 12 

weeks unpaid FMLA 

 8 weeks paid Release Time 

 Runs concurrently with 12 

weeks unpaid FMLA 

Substantively more 

generous for non-

birthing parent 

University of 

Connecticut 

 Paid disability 6+ weeks with 

medical authorization 

 Unpaid Parental Leave 6 

months (continued eligibility 

for health insurance) 

 Runs concurrently with 12 

weeks unpaid FMLA 

 12 weeks unpaid FMLA  

 Unpaid CT State Statute 5-

248a 24 weeks, runs 

concurrently 

 Unpaid Parental Leave 6 

months (continued eligibility for 

health insurance) 

Similar to UW 
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University of 

Virginia 

 Paid short term disability up to 

6 months, with medical 

authorization 

 3 weeks paid Parental Leave 

 9 weeks unpaid Parental 

Leave 

 Runs concurrently with 12 

weeks unpaid FMLA 

 3 weeks paid Parental Leave 

 9 weeks unpaid Parental 

Leave 

 Runs concurrently with 12 

weeks unpaid FMLA 

Substantively more 

generous for both 
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Class B Legislation 
Faculty Code and Governance 
Policies: Terms & Conditions, Chapter 51 
Faculty Leave and Vacations 
 
 
Section 51-01  Faculty Sick and Family Care Leave 
 
A. In the case of an illness or disability of a faculty member, his or her salary shall be continued for a 

period not to exceed 90 calendar days. Faculty sick and family care leave may be taken to care for a 
child of the faculty member under the age of 18 with a health condition that requires treatment or 
supervision, or because of temporary disability due to pregnancy, childbirth, or recovery therefrom.: 

 
● to care for  the faculty member’s child or family member in accordance with the provisions of the 

Washington State Family Care Act of 2002 and any other relevant state or federal legislation;  
● because of temporary disability due to pregnancy, childbirth, or recovery therefrom; 
● to care for a biological, adopted, or foster child, legal ward, or any other child under the age of 18 

for whom the faculty member stands in loco parentis, within twelve months of the birth, adoption, 
foster care placement, or assumption of parental responsibility. 

 
B. Applications for faculty sick and family care leave shall include appropriate documentation from a 

physician to evidence illness; or disability; or birth, adoption, foster care placement, or assumption of 
parental responsibility. 

 
C. Subsection A of this section applies only to periods during which the faculty member is entitled to 

receive salary from the University. Faculty sick leave salary continuation may not exceed 90 days 
during the period July 1 to June 30, except that a leave begun prior to July 1 that continues beyond 
that date shall not exceed 90 days with respect to the cause illness or disability for which such leave 
was granted. 

 
Section 51-11  Family Leave 
 
A. Upon written request a faculty member shall be granted a family leave of absence without pay for the 

following reasons: to care for the faculty member's child; to care for the faculty member's spouse, 
parent, or other family member who has a serious health condition; or because of a serious health 
condition that makes the faculty member unable to perform his or her job (after exhaustion of the 
faculty sick and family care leave benefits referred to in Section 51-01 above). The period of leave 
shall normally not exceed six calendar months or two successive academic quarters. An extension 
beyond this period must be approved by the Provost. 

 
B. A request for family leave should be made to the department chair (or dean of an undepartmentalized 

school or college) as soon as reasonably possible, and, when the reason for the leave is foreseeable, 
not less than 30 days prior to the date such leave is scheduled to begin. Requests for family leave 
resulting from medical conditions shall include appropriate documentation from a physician. 

 
C. Pursuant to the Family and Medical Leave Act of 1993, when, after exhaustion of sick and family care 

leave benefits, family leave is taken for purposes of caring for the employee's newborn or newly 
adopted or foster child; to care for the employee's spouse, son, daughter, or parent who has a serious 
health condition; or for a serious health condition that makes the employee unable to perform his or 
her job (after exhaustion of sick leave benefits); the faculty member may be eligible for paid medical 
benefits for up to 12 weeks from the initiation of the leave. To receive such benefits, a faculty member 
requesting family leave must notify the Office of the Provost. The faculty sick and family care leave 
policy described in this section fulfills the University's obligation under the Family and Medical Leave 
Act of 1993 and the benefits described in this section are not additive thereto. 

 
Endorsed by the Faculty Council on Women in Academia June 12, 2017 
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Seattle Housing 
Market Overview

James Young 
Research Director, Runstad Center for Real Estate 

Studies
Director, Washington Center for Real Estate Research
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Real Estate @UW

> The provision of real estate courses in the College of 
Built Environments has a long history dating back to 
the 1960s

> Key dates;

– 1987: Certificate Program in Commercial Real Estate

– 2002: The Runstad Center established following a gift from Jon and Judy Runstad

– 2009: MSRE Program launched

– 2017: The Department of Real Estate was established

> As part of that process we have hired three new faculty while an undergraduate 
minor is being launched, supported by a major gift by the Jacobi family and 
Windermere Real Estate, to complement the MSRE Program
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Regular 
Research 

Publications

Funded 
Research

Discussion 
(White) 
Papers

Runstad Center & WCRER Applied Research Program
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US Median House Prices
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Washington House Prices
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Seattle Metro House Prices
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Seattle in comparison

Metro Area Median Price
12 

Month
1 San Francisco $865,400 6.0%
2 Los Angeles $613,200 5.7%
3 San Diego $553,900 6.5%
4 Seattle $455,800 12.4%
5 Boston $430,700 7.0%
6 New York $426,300 7.8%
7 Washington $385,300 3.1%
8 Sacramento $373,600 8.1%
9 Denver $372,800 7.2%

10 Portland $369,700 7.2%

Metro Area Median Price 12 Month 5 Years
1 Miami $257,900 7.1% 74.5%
2 Detroit $142,400 8.5% 74.3%
3 San Francisco $865,400 6.0% 69.8%
4 Sacramento $373,600 8.1% 69.7%
5 Riverside $333,000 6.0% 68.1%
6 Seattle $455,800 12.4% 67.7%
7 Tampa $188,300 8.8% 64.7%
8 Portland $369,700 7.2% 64.5%
9 Denver $372,800 7.2% 64.1%

10 Phoenix $240,500 6.5% 56.0%

Metro Area Median Price 12 Month 5 Years Pre-GFC Peak
1 Denver $372,800 7.2% 64.1% 58.0%
2 Dallas-Fort Worth $214,800 8.9% 55.2% 43.6%
3 Houston $182,200 4.2% 42.7% 37.3%
4 Portland $369,700 7.2% 64.5% 26.1%
5 San Francisco $865,400 6.0% 69.8% 23.6%
6 Pittsburgh $137,800 4.6% 21.0% 22.9%
7 Seattle $455,800 12.4% 67.7% 19.9%
8 Charlotte $178,700 9.0% 32.3% 15.1%
9 Boston $430,700 7.0% 36.5% 12.5%

10 Atlanta $182,700 7.9% 53.9% 4.8%

Only cities on all 3 lists:

San Francisco
Seattle
Portland
Denver

Source: WCRER, Zillow, CoreLogic
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Seattle Counties House Prices
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King Pierce Snohomish

County Median Price 12 Month 5 Years Pre-GFC Peak
King $589,700 12.9% 80.4% 35.1%
Pierce $303,700 9.0% 53.5% 5.9%
Snohomish $420,200 11.2% 70.3% 17.7%

Source: Zillow, CoreLogic, WCRER

Exhibit 3



City medians within Seattle Metro –Top 25

Median Price 12 Month 5 Years Pre-GFC Peak
1 Yarrow Point $2,748,000 23.0% 83.8% 52.4%
2 Medina $2,698,700 18.5% 82.7% 63.1%
3 Clyde Hill $2,646,700 19.8% 91.4% 75.3%
4 Mercer Island $1,391,900 8.5% 67.7% 38.4%
5 Woodway $1,313,100 11.6% 54.8% 5.9%
6 Sammamish $907,800 11.7% 66.4% 38.8%
7 Bellevue $846,500 15.0% 79.9% 43.8%
8 Newcastle $819,900 14.8% 71.3% 30.3%
9 Redmond $815,500 17.4% 82.6% 47.0%

10 Woodinville $775,300 13.0% 67.6% 30.7%
11 Issaquah $737,000 15.4% 75.4% 37.5%
12 Kirkland $700,000 18.6% 93.0% 46.5%
13 Seattle $695,600 14.6% 85.4% 48.6%
14 Fall City $677,800 12.7% 69.5% 32.4%
15 Normandy Park $676,800 13.7% 62.8% 4.8%
16 Lake Forest Park $672,500 12.8% 83.3% 34.7%
17 Snoqualmie $666,400 16.7% 76.3% 37.5%
18 Kenmore $648,800 15.9% 84.7% 40.2%
19 Duvall $618,700 17.1% 82.6% 30.3%
20 Vashon $599,400 10.4% 64.9% -0.2%
21 Fox Island $598,400 5.9% 35.1% 3.8%
22 Carnation $597,900 9.1% 68.5% 24.4%
23 Mill Creek $559,400 15.2% 61.3% 22.6%
24 Shoreline $558,500 16.5% 91.1% 43.2%
25 Edmonds $554,400 14.3% 67.2% 30.7%

Source: Zillow, CoreLogic, WCRER
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City medians within Seattle Metro –Highest 5-year 
growth rate

Rank Area Median Price 12 Month 5 Years Pre-GFC Peak
1 White Center $379,700 12.1% 118.3% 22.4%
2 Riverton-Boulevard Park $371,500 13.4% 107.7% 17.9%
3 Kirkland $700,000 18.6% 93.0% 46.5%
4 Clyde Hill $2,646,700 19.8% 91.4% 75.3%
5 Mountlake Terrace $395,000 13.6% 91.1% 25.2%
6 Shoreline $558,500 16.5% 91.1% 43.2%
7 Algona $296,800 9.6% 89.4% 4.1%
8 Seatac $346,800 10.9% 88.0% 14.5%
9 Tukwila $350,900 12.0% 87.8% 14.6%

10 Burien $397,600 11.5% 85.5% 20.5%
11 Seattle $695,600 14.6% 85.4% 48.6%
12 Paine Field-Lake Stickney $355,500 12.6% 84.8% 16.7%
13 Kenmore $648,800 15.9% 84.7% 40.2%
14 Bryn Mawr-Skyway $427,200 13.4% 84.3% 20.3%
15 Yarrow Point $2,748,000 23.0% 83.8% 52.4%
16 Lake Forest Park $672,500 12.8% 83.3% 34.7%
17 Medina $2,698,700 18.5% 82.7% 63.1%
18 Redmond $815,500 17.4% 82.6% 47.0%
19 Duvall $618,700 17.1% 82.6% 30.3%
20 Everett $341,800 16.0% 82.6% 14.6%
21 Bellevue $846,500 15.0% 79.9% 43.8%
22 Granite Falls $286,800 13.0% 79.7% 9.6%
23 Pacific $314,900 10.2% 79.1% 8.3%
24 Gold Bar $261,700 15.4% 77.5% 5.8%
25 Des Moines $356,700 11.1% 77.3% 12.7%
26 Lynnwood $455,400 13.8% 76.9% 23.1%

Source: Zillow, CoreLogic, WCRER
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Seattle Area House Price growth by Zip Code

Zip Code Area Median Price 12 Month 5 Years Pre-GFC Peak

98112 Montlake, Madison Park $1,116,800 9.8% 71.8% 42.8%

98199 Magnolia $905,100 11.5% 73.7% 43.5%

98105 Laurelhurst, Sandpoint $893,000 7.7% 70.4% 47.1%

98119 Queen Anne $859,600 11.1% 74.2% 40.6%

98115 Wedgwood, Ravenna $796,500 14.8% 82.2% 52.1%

98117 Upper Ballard, Loyal Heights $779,100 14.9% 82.8% 54.8%

98103 Wallingford, Fremont $766,800 15.1% 84.4% 49.8%

98116 West Seattle $737,900 11.4% 77.2% 38.8%

98107 Lower Ballard $725,700 14.1% 83.5% 52.7%

98122 Madrona, South Capitol Hill $722,300 13.9% 86.0% 52.6%

Source: Zillow, CoreLogic, WCRER
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Sales volume –Months supply –Average marketing 
time

> Sales Volume

– Sales Volume is 19.7% lower than in 2007 with SAAR of 54,870 units 
in Seattle Metro

> Building Permits on recently reached 2007 levels  

> Month’s Supply

– Currently at historically low levels of 1.6 in Seattle Metro

> Average Marketing Time
– Poor measure of longer term activity

– Average marketing time is 14.3 days for Seattle

– Areas such as Ravenna, View Ridge, and Bryant average is 7.1 days

– Anecdotal evidence that marketing times for some properties is less then 4 
days in prime areas

Source: NWMLS, WCRER
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Affordability in Seattle - Calculations

Single Assistant Professor
Max Monthly 

Mortgage Max Rent
2014/15 $92,600 $1,929 $2,701
2017/18 $98,268 $2,047 $2,866

Household Assistant Professor
Max Monthly 

Mortgage Max Rent
2014/15 $148,160 $3,086.67 $4,321
2017/18 $157,229 $3,275.60 $4,586

Median 
Price

Interest 
Rate Term Down Repayment

Edmonds $554,400 4.09% 30 20% ($2,140.51)

Madrona, South CH $722,300 4.09% 30 20% ($2,788.76)

Lynnwood $455,400 4.09% 30 20% ($1,758.28)

Source: WCRER, MBA
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Broader Market Issues

> Amazon
– Will likely have an impact

– Remember that interest rates and job growth are the most important things

> Long commutes 
– Not a problem for millennials?

> Lifestyle
– Do I want a small house in Seattle 

– A large house with a short commute in another city?

– Overall much lower cost of living

– Can get more ‘stuff’
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Issues to consider for UW

> Expectations matter

– Income and the ability to own a home consistent with having a 
higher education

– Academics is getting passed by in Seattle

> Long commutes mean less office time for academics

– Connections with institution lost

– Research Collaboration?

> Lifestyle
– Do I want a small house near UW in Seattle OR

– A large house with a short commute in another city?

– There are some fine universities outside of Seattle that offer a great lifestyle
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Thank you

James Young 
Research Director, Runstad Center for Real Estate 

Studies
Director, Washington Center for Real Estate Research
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