The UMD-NSF ADVANCE Program for Inclusive Excellence
Program Activities and Initiatives 2013-2014
The goal of the ADVANCE program is to make UMD an incubator of professional growth for all faculty and
thereby lead AAU/Big 10 research universities in women’s representation, retention, satisfaction and positive work
environment. We do this by creating strategic networks across disciplines, facilitating opportunities for learning and
leadership, enhancing agency through knowledge and planning for career advancement, and by recognizing faculty
contributions and accomplishments. Leadership for the ADVANCE program includes Senior Vice President and Provost
Mary Ann Rankin (Principle Investigator), Dean of Engineering, Darryll Pines (Co-PI), Associate Professor KerryAnn
O’Meara (Co-PI and Co-Director), and Associate Provost Betsy Beise (Co-PI and Co-Director). Dr. Pamela Lanford and
Ms. Kristen Corrigan provide administrative leadership from our ADVANCE Office, located at 1402 Marie Mount Hall.
As we invest in professional growth of individual faculty, we aim to enhance department, college, and university work
environments to be places that perpetually sustain inclusive excellence.
Project activities for the 2013-2014 academic year (for more information go to http://www.advance.umd.edu):
ADVANCE Professors
• Engage senior women scholars in mentoring and overall support of women faculty in their colleges throughout
the year. ADVANCE Professors receive training, meet as a group, and help steer all other ADVANCE activities.
Interdisciplinary and Engaged Research Seed Grants and Seeding Success
• ~15 one-year seed grants of $20K each are awarded each year through a competitive peer-review process.
• Next round of applications will be due October 21st, 2013, with a start date of April 1st, 2014.
Dashboards
• Faculty demographics, time to advancement, and salary ranges launched in Spring 2012. To access, tenure/tenure
track faculty may login at: www.advance.umd.edu. Click on “Faculty Login to Dashboard.”
Learning Communities
• Keeping Our Faculties (for pre-tenure women faculty) – led by ADVANCE Fellow and Dean of School of Public
Health, Professor Jane Clark.
• Advancing Together (for women associate professors) – led by Faculty Ombuds and Professor Emeritus Ellin
Scholnick.
Leadership Fellows Program
• This in-house leadership development program engages mid-career and senior faculty in monthly seminars with
current UMD leaders to discuss issues critical to leadership in research universities in the 21st century, such as
diversity and inclusion, budgeting, external relations, use of data to improve decision-making and support of faculty
and students.
Advancing Faculty Diversity
• This year long career development program facilitated by Dr. Carol Espy-Wilson (ENGR) and Dr. Stephen Thomas
(SPHL) aims to create a strategic network of faculty of color (assistant and associate professors) to enhance the
agency participants feel about career advancement and the development of their careers at UMD, as well as advise
the Office of Diversity & Inclusion and Office of Faculty Affairs on ways to recruit, retain and support UMD
faculty of color.
Work-Life Awareness and Policy Review
• Policy review committee appointed and charged by the Provost to help increase awareness of existing policies and
make recommendations for revision—recent successes include the new Parental Leave policy.
• An FAQ document on existing and newly implemented work-life policies is available to assist in understanding them.
Distinguished Women Scholars Seminar Series
• Each college has committed to bringing in one distinguished woman scholar per year to present her work and
interact with the women faculty in the college. See FYI for presentation dates.
STEM Women’s Council
• Includes a group of eight well-connected and high-profile women in STEM disciplines to serve as part of a strategic
external network and connect with STEM women faculty at UMD.
The ADVANCE Research and Evaluation team engages in social science research to understand the influence of
individual actions and characteristics, and organizational environments on faculty agency and professional growth,
retention, satisfaction and productivity. We conduct exit interviews with faculty leaving the institution, present each
college findings from a survey of faculty work environment experiences (implemented in 2011, 2013, 2015), conduct
qualitative interviews with faculty across career stages, and conduct observations of faculty development programs.
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The following Frequently Asked Questions address questions of general interest to faculty
members at the University of Maryland at College Park, in regard to UMD policies that pertain to
work and family, leave, and tenure. Below we discuss issues related to “Stop the Clock” (Delay of
Tenure Review due to childbirth or adoption), Part-time Tenure Status due to childbirth or
adoption, Faculty Parental Leave and Other Supports, and Private Spaces for Lactation. This
document also addresses the Family Care Resource and Referral Service, the UMD Family and
Medical leave policy, and provides a brief discussion of the other types of leave available to
faculty (sick, annual, personal).
For further information about the University of Maryland ADVANCE Program for Inclusive
Excellence and our activities, please see our website at: www.advance.umd.edu For formal
campus policies, procedures, forms and other useful information pertaining to faculty affairs,
please see the Office of Faculty Affairs website at: www.faculty.umd.edu

Delay of Tenure Review (Stop the Clock)
Q. How long to I need to be employed at the institution in order to be eligible for a
delay of tenure review due to childbirth or adoption?
A. An extension of the tenure clock due to childbirth or adoption is available immediately
upon employment with the University.
Q. How do I receive an extension of the tenure clock for childbirth or adoption?
A. Any tenure-track faculty member who becomes the parent of a child by birth or
adoption will automatically be granted a one-year extension of the deadline for tenure
review, provided that they notify their unit head and complete the requisite paperwork.
Q. What paperwork do I need to submit in order to obtain an extension for childbirth
or adoption?
A. Faculty members must submit a Notification of Delay of Mandatory Tenure Review Due
to Childbirth or Adoption, to the Office of Faculty Affairs. Normally this process should
be initiated within a month of the expected arrival of the child.
Q. How many times can I receive an automatic extension?
A. A second extension of the tenure clock due to the birth or adoption of another child
will be granted automatically, so long as the faculty member receives no more than a
total of two extensions (including those granted for reasons other than the birth or
adoption of a child).
Q. If my spouse/domestic partner is also a tenure-track faculty member at UMCP,
does she/he also receive an automatic one-year extension of time for tenure for
childbirth or adoption?
A. Yes.
Q. Can I receive an extension of the tenure clock for reasons OTHER than
childbirth/adoption?
A. Yes, but the request is not automatically granted. Faculty members may request a delay
of tenure review based on personal or professional circumstances that substantially

	
  

impede normal professional development of the faculty member. These circumstances
may include:
• Personal illness or injury.
• Care of ill or injured dependents, including children, relatives, or any other persons
who are dependent on the faculty member for care.
• Death of a spouse, partner, family member, or other closely affiliated person.
• Individual departmental, or facility-related situations that are beyond the control of
the faculty member1.
Note: requests for delay of tenure review under these circumstances must be made at
the time the circumstance occurs.

Alternative (Part-Time) Status of Tenured and Tenure-Track Faculty
Q. When may tenured and tenure-track faculty become part-time?
A. Per University policy, such faculty are eligible for temporary part-time appointments
from the time of hire.
Q. Are child-rearing responsibilities a basis for requesting temporary part-time status?
A. Yes. Tenured or tenure-track faculty may request a temporary reduction to part-time
status in order to prepare for a newborn child and/or to care for a child under the age
of five years (including children placed in the home via adoption or foster care).
Q. How will part-time status affect my tenure clock?
A. The faculty member may receive a one-time, one-year delay of mandatory tenure
review due to childrearing-related temporary part-time status. Normally, only faculty
with temporary part-time appointments of 50% FTE will be considered for this delay;
faculty with part-time appointments greater than 50% will not normally be eligible for a
one-year delay of tenure review.
Q. If my spouse/domestic partner is also a tenure-track faculty member at UMCP, is
she/he also eligible for a temporary part-time appointment?
A. Yes.
Q. How long can I be on part-time status?
A. Tenure-track faculty may be authorized for part-time status for a minimum of one
semester, up to two years. Tenured faculty may request part-time status for up to two
years, with the option of renewal (with proper approvals).
Q. Does the length of my part-time status affect the length of my delay of tenure
review?
A. No. A one-year delay of tenure review is authorized regardless of the length of the
temporary part-time status, as long the part-time status meets the criteria specified
above.
Q. How do I request temporary part-time status?
A. The faculty member makes a written request to his or her chair/unit head. This request
must be submitted before the end of the semester before the appointment is slated to
begin. The proposed reduction is discussed and a mutually acceptable MOU is
prepared, outlining the specific terms of the reduction (e.g., reduction of teaching
load, service commitments, etc.). This MOU and a letter of support/opposition from
the chair are submitted to the Dean of the college, and subsequently to the Provost, for
approval or denial.
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Q. What can I do if my department chair or dean says no?
A. A faculty member who believes that her/his request for part-time status has been
unfairly or improperly denied may bring the matter to the Faculty Ombuds Officer.
Q. What if I return from leave due to childbirth/adoption (with an automatic oneyear delay of tenure review) but then decide to do a part-time appointment? Can
a faculty member seek delay of tenure review under both policies?
A. Yes. Tenure-track faculty may receive a one year delay of tenure review due to
childbirth/adoption and an additional one year delay of tenure review due to a request
for a temporary part-time appointment, resulting in a two year delay of the mandatory
tenure review. Note: Tenure-track faculty may receive no more than two one-year
delays for any reason.

Faculty Parental Leave and Other Supports
Q. What is meant by Parental Leave and Family Supports?
A. Under the new USM and UMD College Park policies, faculty are entitled to take up to 8
consecutive weeks of paid leave in connection with the birth or adoption of a child,
and are also entitled to establish a “modified duties plan” which can include release
from classroom duties, service, and/or other obligations, during the semester in which
parental leave is taken.
Q. Who is eligible to take paid parental leave?
A. Both tenure track and non-tenure track faculty who are employed at a 50% or greater
FTE are eligible after 1 semester of employment (instructional faculty) or 6 months
(non-instructional faculty).
Q. When may I take the 8 weeks of paid parental leave?
A. Any time beginning 6 months prior to and up to 12 months following the birth or
adoption of the child.
Q. How many weeks of paid leave am I entitled to, and who pays for it?
A. Eligible faculty may take up to 8 consecutive weeks of paid parental leave. Faculty must
use any accrued leave (annual, sick, personal or collegial, if applicable), first. The
remainder of 8 weeks will be paid for by the institution. Note: faculty whose salaries
are funded solely via external agencies will need to determine the specific limitations
on paid leave set by those agencies.
Q. My spouse/partner is also a faculty member. Can she/he also take paid parental
leave?
A. Yes. During any period in which both faculty members are using their own accrued
leave, they may use their own accrued leave concurrently. However, faculty parents
must take leave sequentially during any period in which the parental leave is is not
supported by the faculty member’s own accrued leave, but separately paid for by the
institution. (To be eligible for institutionally subsidized parental leave, a faculty
member must be acting as the primary caregiver, i.e., providing > 50% of the care for
the child).
Q. What are my required duties during these 8 weeks?
A. During the 8 weeks of paid parental leave, no work duties are required.
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Q. May I also take leave without pay in association with childbirth or adoption?
A. Yes. Faculty who have been employed by the state for 1 year or longer are eligible for
60 days of job-protected leave, as stipulated by the federal Family and Medical Leave
Act. However, the up to 8 weeks of parental leave (40 workdays) is counted against
these 60 days.
Q. If I have more than 40 days of accrued leave, may I take additional paid leave?
A. Yes, however, beyond 60 days leave is subject to the approval of your dean.
Q. How do I set up a modified duties plan?
A. Faculty who will be on paid parental leave should work with their department chair, unit
head and/or dean to draw up a memorandum of understanding that describes the
specifics of the modified duties. As mentioned above, this would typically include
release from classroom teaching (for instructional faculty), service commitments, and
other obligations.
Q. I am a fulltime “non-instructional” faculty member (postdoctoral, research
associate, research assistant professor, etc.) and therefore do not have
obligations that are tied to the semester academic timeline. For what period of
time can I arrange for modified duties, and what would be included in my
modified duties plan?
A. Non-instructional faculty may take 6 weeks of modified duties in addition to the 8
weeks paid parental leave. The specific modified duties should be negotiated and
discussed with the Chair, and are subject to limits imposed by grant or contract.
Some specific examples of modified duties for non-instructional faculty include: Any
university or department service obligations such as committee work; In-lab mentoring
or oversight of junior group members.
Q. My spouse/partner is also a faculty member. Can she/he also take modified
duties?
A. Yes, two faculty member spouses may take modified duties sequentially, provided each
spouse is the child’s primary caregiver at the time the modified duties are taken, and
both faculty conclude their modified duties within a 12 month period of the
birth/adoption.
Q. Are there duties I must maintain during my modified duties period?
A. Yes. Specific examples include supervision of research activities and graduate student
supervision/advising. Note: as with paid leave, faculty whose salaries are funded solely
via external agencies will need to determine the specific limitations on paid leave set
by those agencies.
Q. If I get release from my teaching, will I have to make it up later?
A. No. The policy specifically states that faculty cannot be required to make up teaching
from which they were released, in relationship to the birth or adoption of a child.
Q. If my partner and I have our child/adopt a child near the end or the beginning of
the semester, when may we arranged to take our modified duties period?
A. Faculty may take parental leave that spans two semesters, however they must choose
which of the two semesters they will take modified duties. Typically, a faculty member
would take modified duties during the semester in which the bulk of the parental leave
is taken.
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Private Space for Lactation
Q. I have heard the new parental leave policy also stipulates that faculty have access
to a private space where nursing mothers may express milk. Where are these
lactation rooms?
A. There are various ways in which the campus is accommodating the need for lactation
rooms. Such a space might include the faculty member’s office, a conference room, or
other private room with the ability to lock the door. The space does not have to be
dedicated to the sole purpose of lactation or nursing activities, but should have access
to seating, a table, an electrical outlet and nearby sink. For those without access to
such rooms, there are public lactation facilities in buildings across campus. A listing of
these rooms can be found on the Student Affairs website at:
http://www.studentaffairs.umd.edu/worklife/pubs/LactationNursing%20Mothers'%20Rooms%20at%20UM.pdf
Q Can a bathroom be designated as a lactation space?
A. No.

Family Care Resource and Referral Service
Q. Who is eligible?
A. All faculty, staff, post-docs, and students may use the resource and referral service at
no cost.
Q: What child-related services does the resource and referral service provide?
A: The Family Care Resource and Referral Service provides assistance with:
• Identifying child-care centers, family day-care providers, nanny and au pair
resources.
• Navigating the childcare selection process – how to select and what criteria to use
• Identifying other types of resources, including: preschools; Montessori programs;
full-day programs; infant/toddler programs, such as Mommy and Me; part-time
and full-time stay-at-home mom resources; private school resources; special
needs resources; before/after school care; summer camp; and county and city
programs.
Q: Does the referral service collect input on the various care providers and/or rate
them in any way?
A: No. The Family Care Resource and Referral Service does not collect input and/or rate
the referral services.
Q: Who vets/licenses the childcare/eldercare providers and other services referred
by the Family Care Resource and Referral Service?
A: State licensing bodies, including the Department of Social Services of Virginia and
certain Virginia county social services offices, the Department of Education of
Maryland, and the Dept. of Health Regulation Administration of the District of
Columbia.
Q: What elder-related services does the resource and referral service provide?
A: The resource and referral service provides assistance with identifying legal and financial
resources; eldercare facilities, geriatric care physicians; agencies that provide
evaluations of needs of elderly/disabled parents and relatives; psychiatric resources;
and public/private resources to provide case management for aging.
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Q. Where can I get more information?
A. http://www.personnel.umd.edu/Family_care/
Office: 1116 Cole Student Activities Bldg.
Phone: 301.897.8272
Email: ccmrfcr@aol.com

Faculty Family & Medical Leave
Q. Who is eligible for family and medical (F&M) leave?
A. All full-time or part-time (50% or more) faculty members (tenured, tenure-track and
non-tenure track) who have been employed by the University for at least 12 months
and have worked at least 26 weeks prior to the date of leave are entitled to 12
workweeks or 60 days of job-protected family and medical (F&M) leave (or if part-time,
a pro-rata share).
Q. Is this paid or unpaid leave?
A. The University of Maryland requires faculty members to first use any accrued paid leave
for which they may be eligible (accrued sick leave, annual leave, or personal leave, as
well as collegial leave), subject to the terms and conditions of the applicable leave
policy. If the need for leave lasts longer than the number of paid leave days available,
the remaining period of F&M leave is unpaid.
Q. Under what circumstances may I take 60 days of F&M leave?
A. Faculty members are entitled to take F&M leave for the following reasons:
• Birth of the faculty member's child.
• Placement of a child with the faculty member for adoption or foster care.
• Need to care for the faculty member's child within a twelve (12) month period
following birth or placement.
• Need to care for the faculty member's school-aged child under the age of 14 during
the child’s vacations, as long as the leave does not create a hardship for the
academic unit.
• Need to care for the faculty member's immediate family member who has a serious
health condition.
• Serious health condition of the faculty member.
Q. When do I need to request F&M leave?
A. When the need for F&M is foreseeable, faculty members should complete the
application for the use of F&M leave at least thirty (30) calendar days before the leave
is to begin. Faculty must provide adequate documentation for F&M leave, the form of
which may vary depending on the specific circumstances for the request.2 All leave
requests must be approved by the unit Chair or Director, Dean, and Provost or
designee.
Q. What if I need to take F&M leave that was unexpected (thirty days notice not
possible)?
A. When possible, the faculty member should apply for leave within two working days of
the need for leave. In emergency circumstances, the faculty member (or designee) may
give notice and apply for F&M leave as soon as is practical.
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Q. What happens if I need to take leave within the first year of my appointment?
A. While new faculty are not eligible to take the 60 days F&M leave, and will not have
accrued any significant amount of annual or sick leave, instructional faculty may
request to use collegial leave through their academic unit.
Q. May I take F&M leave more than once?
A. Yes. Eligible faculty may use up to 60 days of F&M leave for qualifying reasons each
calendar year.
Q. My spouse/partner is also a faculty member at UMCP, can she/he also take F&M
leave?
A. Yes.
Q. Do I have to take my 60 days of F&M leave all at once?
A. No. F&M leave can be taken continuously, on a reduced schedule, or intermittently over
the course of a calendar year3.
Q. Does my F&M entitlement “roll over” from one calendar year to the next?
A. No. Faculty are entitled to a maximum of 12 workweeks or 60 days of F&M leave each
calendar year.
Q. What happens to my health benefits during my F&M leave?
A. If the faculty member is on paid F&M leave, health benefits continue per usual (and
employer and employee health insurance premium contributions continue to be made).
If the faculty member is on unpaid F& M leave, he or she may elect to continue
employer-subsidized health benefits by contacting the University Benefits Office and
making arrangements for payment of the employee contribution to the insurance
premium.
Q. Will I accrue annual or sick leave during my F&M leave?
A. No. Faculty members do not earn annual or sick leave while they are on unpaid F&M
leave. They will continue to accrue annual and sick leave, as customary, if they are
using accrued paid leave during a period of F&M leave.
Q. As a faculty member at UMCP, what other types of leave are available to me?
A. Full-time 12-month faculty members earn 22 days of annual leave and 3 days of
personal leave, and accrue sick leave at the rate of 1.25 days per month. Nine-month
faculty members do not earn annual leave or personal leave but do accrue sick leave at
the rate of 1.25 days per month. Leave is earned on a proportional pro-rata basis for
faculty on partial appointments (of 50% or more).
Faculty who have been employed full-time for at least one year may request a full or
partial leave without pay in circumstances involving poor health, family obligations, or
professional obligations that support the mission of the University, provided the leave
will not significantly disrupt the program of the faculty member’s academic unit.
Instructional faculty may also request collegial leave in situations where the faculty
member must be absent from class as a result of short-term illness or injury.
Finally, there are certain “special situation” types of leave (e.g., jury duty, professional
leave for librarian faculty, etc). For a complete list of leave policies, see
www.faculty.umd.edu/specificpolicies/leave.html
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Q. What are the restrictions on use of my accrued sick leave?	
  
A. Any amount of accrued sick leave available can be used for (a) a faculty member’s own
illness or medical appointment that cannot be scheduled during non-work hours; (b) a
faculty member’s own medical condition related to pregnancy or childbirth and
immediate physical recovery thereafter; or (c) to purposes of paid parental leave to
care for a child following birth or adoption. Up to 15 days per calendar year can be
used to care for an immediate family member in the event of illness or injury4. Up to 3
days of accrued sick leave may be used for the death of a close relative and up to 5
days if the death requires travel and overnight stay away from home5.

1

Examples include (but are not necessarily limited to): failure to complete construction of a lab, breakdown of
a computer system needed to access /analyze.

2

For example, in the case of requests for leave due to childbirth or serious health conditions, the faculty
member must provide certification from the faculty member’s or family member’s health care provider. For
further details, see II-2.31(A) University of Maryland Policy on Family and Medical Leave for Faculty.

3

A reduced schedule means that F&M leave is used for only part of an eight-hour work day. For example, a
full-time faculty member may choose to take 30 days of leave (total) by taking 4 hours of leave per workday
for 60 days, or 50% leave. Note: Part-time leave should not be confused with part-time appointments.

4

Immediate family members include a spouse, child, step-child, grandchild, mother, father, mother-in-law,
father-in-law, brother, sister, grandparent, brother-in-law, sister-in-law, or legal dependent of the faculty
member or any other relative who permanently resides with and is cared for by the faculty member. See II2.30 Policy on Sick Leave for Faculty Members at http://www.president.umd.edu/policies/ii230.html

5

A close relative means a spouse, child, step-child, parent (or someone who took the place of a parent),
mother-in-law, father-in-law, brother, sister, brother-in-law, sister-in-law, or other relative who
permanently resided in the faculty member’s household. A faculty member may also use one day of sick
leave for reasons related to the death of an aunt, uncle, niece or nephew of the faculty member or his or her
spouse. See II-2.30 Policy on Sick Leave for Faculty Members at
http://www.president.umd.edu/policies/ii230.html
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ADVANCE Program for Inclusive Excellence

1402 Marie Mount Hall
College Park Maryland 20742
301.405.4817 TEL
advance@umd.edu
www.advance.umd.edu

Dear colleague,
Greetings from the University of Maryland ADVANCE Program for Inclusive
Excellence! Founded in 2010, and sponsored by the National Science Foundation,
the ADVANCE program aims to invest in the careers and agency of all women faculty
while enhancing department, college and university work environments to be places
that sustain inclusive excellence. To accomplish these goals, we currently run eight
program activities as well as an extensive research and evaluation program. Here
are a few of the highlights:
ADVANCE Professors - Each college has appointed a woman ADVANCE professor
who is available to provide strategic advice to women faculty and works with the
faculty and administrators in her college, as well as the network of other advance
professors to address climate and policy issues that thwart women’s careers.
ADVANCE Professors tell their constituents about University of Maryland’s work-life
policies and the Dashboard project where faculty can access salary, career and
demographic data on their colleges.
The ADVANCE Interdisciplinary and Engaged Research Seed grant program –
This program awards one-year grants of $20,000 each to women faculty who wish
to work with colleagues in other disciplines, with the aim of creating networks,
collaborations, and seeding outside research grant applications. We have recently
selected this year’s seed grant recipients, consisting of 15 collaborative projects
from 26 units across campus.
Other impactful ADVANCE initiatives include Distinguished Women Scholars
Seminar Series, our various Learning Communities (Keeping Our Faculties,
Advancing Together, Advancing Faculty Diversity) and our Leadership Fellows
Program, as well as results from key components of our Research and Evaluation
team, such as the reports on our UM Work Environment Survey. To stay up to date
on this and other information, please visit our website at: www.advance.umd.edu
where you will find lots of information and resources, the list of current ADVANCE
Professors, as well as instructions on how to join our listserv.
Women faculty who have participated in our programs tell us that they have
benefitted greatly from cross-campus peer networks that our programs have
fostered. They also report that the opportunity to discuss different career
milestones (such as going up for tenure, full professor, becoming a department
chair) with other women faculty who have been there and can provide concrete
examples and advice, enhances the sense of agency these faculty feel about
accomplishing similar goals.

The University of Maryland and the ADVANCE Program are committed to and
invested in the success of faculty. As you move forward in your job search, we hope
you will consider joining our community. If you’d like more information or to
connect with our office in a more direct way, please feel free to contact Program
Coordinator, Pam Lanford and/or visit our offices, which are located in 1402 Marie
Mount Hall.

Sincerely,

KerryAnn O’Meara
******************
Associate Professor, Higher Education &
Affiliate Faculty in Women’s Studies
Co-PI and Co-Director,
ADVANCE Program for Inclusive
Excellence
University of Maryland
College Park, MD 20742
Email: komeara@umd.edu

Elizabeth Beise
******************
Professor, Physics
Associate Provost, Academic Planning and
Programs
Co-PI and Co-Director,
ADVANCE Program for Inclusive Excellence
University of Maryland
College Park, MD 20742
Email: beise@umd.edu

Welcome!
Welcome to the Women’s Resources at Maryland page. This site was created by the President’s
Commission on Women’s Issues (PCWI) to help collect and share the many resources available to
women and families at the University of Maryland. Among other resources you can find on this page
are locations of lactation rooms, policies regarding family leave, and student groups dedicated to
women’s issues.
For convenience, the resources available on this page are divided into the following categories:
•
•
•
•
•

A map of resources located on campus
A list of policies relevant to women and families
A list of relevant organizations such as student groups
A list of services such as health and counseling services (many services are also found on the
map)
A list of academic resources including academic departments and programs

We hope that this webpage helps you find the resources you need to enjoy your time on campus
whether you are a staff or faculty member, student, or visitor. People are not always aware of, or do
not take advantage of, the resources provided by the University and groups of staff, faculty and
students. If you have any questions about this site, would like to suggest new resources, or would like
to update old information, please do not hesitate to contact us using the feedback page provided.
About this project:
This project was launched in 2014 thanks to a grant provided by The Office of Diversity and Inclusion,
and this page was developed by a PCWI subcommittee led by Linda Steiner and contributed to by then‐
graduate students Stine Eckert and Joanna Nurmis.
About the PCWI:
The primary mission of the President's Commission on Women's Issues is to be an advocate for the
interest of the entire community of women at UMCP. This community includes undergraduate and
graduate students, faculty, administrators, and both exempt and non‐exempt staff. In its advocacy
role, the Commission emphasizes the diverse perspectives of women within the community. To
achieve its mission, the Commission:
•
•
•
•
•
•

Advises the President on issues related to women, gender, and diversity.
Communicates and collaborates with other groups concerned with gender and diversity.
Investigates, studies, and makes recommendations concerning the needs of all constituencies
of women in the campus community.
Suggests responses to problems as they arise and communicates these suggestions to the
President.
Educates the community about women's issues.
Celebrates women's accomplishments.

For more information about the PCWI, please contact Ellin Scholnick at escholni@umd.edu or Jess
Jacobson at jess2008@umd.edu.
http://www.president.umd.edu/PCWI/map.html
http://www.president.umd.edu/PCWI/map.html

http://www.president.umd.edu/PCWI/map.html

